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Mechanized Agriculture/Agricultural Mechanization programs 
have been in existence since the early 1900's, but no researcher has 
attempted to determine the human relations competencies that are im-
portant for the graduates of these programs to possess. This disserta-
tion attempted to remedy this situation by determining the importance 
level graduates placed on a list of 80 human relations competencies. 
The level of importance for the competencies was determined by 
analyzing the results of a questionnaire sent to 120 graduates of the 
University of Nebraska's Mechanized Agriculture program. 
The questionnaire included two demographic questions, one on 
job category and one on graduation period, and 80 human relations 
competencies. The graduates were asked to rate the competencies on a 
scale of 1 (Not Important), 2 (Moderately Important), 3 (Important) or 
4 (Very Important). The questionnaire was developed by reviewing 
literature for concepts that were within four themes of human relations: 
Understanding Yourself and Others, Motivation, Communication, and 
Conflict Resolution. These concepts were written as unique compe-
tencies, divided into four groups, based on the four themes, and 
evaluated and reduced to 80 through the use of a pretest. 
The analysis of data determined the statistical significance 
and statistical differences within the four competency groups, between 
the four competency groups, within the four competency group's by job 
category of the graduates, between the four competency groups by job 
category of the graduates, and between the four competency groups by 
graduation period of the graduates. 
The results indicated the graduates felt human relations 
competencies were essential for them to possess. The majority of the 
competencies were rated at or above the "important" level and statis-
tical differences existed for all of the tests except the between-
group test done by job category. 
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CHAPTER ONE 
INTRODUCTION 
Agricultural Mechanization programs educate students in 
principles and practices as old as recorded history and as new as 
yesterday. Darcey described these programs as: 
The mechanized agriculture curriculum is a blend of 
course work to provide individuals technical knowledge 
of agriculture and of the machines and facilities for 
production, handling, and processing of food and 
fiber. (Darcey: 1983, p. 10) 
The intrinsic responsibility of these programs is to provide 
instruction and experiences that promote the learning of the cogni-
tive, affective and psychomotor skills/abilities an individual will 
need to be successful in the mechanization of agriculture. 
(Krathwohl: 1971, p. 196) 
Programs matching this description were initially developed 
during the first part of the twentieth century. These early programs 
were developed in response to local needs. Therefore, there were no 
common goals or curriculum. One result of this characteristic of 
early mechanized agriculture programs was the use of different 
names to describe the program. 
In the 1960's, agricultural engineers and other educators in 
land-grant universities saw the need for consistency and commonality 
within these programs. Consequently, the American Society of Agri-
cultural Engineers (ASAE) promulgated a set of standards. Any program 
meeting these standards would be recognized by the ASAE and become a 
recognized program. As a part of the standardization process the 
number of names used to describe these programs was reduced to 
three: Agricultural Mechanization, Mechanized Agriculture and 
Agricultural Engineering Technologies. The majority of the recognized 
programs use either of the first two names. These names will be 
used interchangeably in this study. 
Importance of Study 
Currently there are 32 Mechanized Agriculture programs recog-
nized by the ASAE within the United States and Puerto Rico. In addi-
tion, many colleges and universities have Agricultural Mechanization 
programs not recognized by ASAE. A definite figure for the total 
number of students enrolled in all Agricultural Mechanization programs 
is not available, but there are at least 2,000. (ASAE: Enrollment 
Statistics, p. 4) 
All of these programs have historically faced a common handi-
cap. Although feedback from graduates indicates their technical 
training was adequate for success in their chosen fields, graduates 
have continually been hampered when seeking jobs by a lack of under-
standing of the breadth of education received in these programs. This 
has occurred within the agricultural engineering community, universi-
ties, and with parents and employers. 
The current recognition process of ASAE provides direction 
and promotes quality in the technical education of Mechanized 
Agriculture graduates, but resources have not been directed toward 
the promotion of additional skills that may be just as essential for 
job success. One additional skill is human relations. Shahdanian 
stated: 
2 
In order to do his work more satisfactorily, a current 
employee needs more than the skills required by his 
particular job. He needs the basic knowledge to make 
discriminations and decisions in his work; he needs 
knowledge about the people with whom he is working; 
and he must know about the organization. (Shahdanian: 
1970, p. 56) 
One reason the additional concepts of knowledge about people 
have not been promoted for Mechanized Agriculture students is a lack 
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of research data that support such an action. One contribution to this 
condition is the lack of an instrument that is capable of measuring 
the usefulness of these concepts. 
Statement of the Problem 
The problem was to develop a questionnaire capable of measuring 
the importance level of human relations competencies and to determine 
the importance of human relations competencies for Mechanized Agricul-
ture graduates. Therefore, the purpose of this study was: (1) develop-
ment of an instrument to measure the importance of human relations 
competencies, and (2) evaluation of a list of human relations competen-
cies to determine their level of importance. 
Specifically, the objectives of the study were to: 
1. Determine which human relations competencies the graduates 
rated most important. 
2. Determine if the importance ratings of the competencies 
were influenced by the type of job held by the graduates. 
3. Determine the importance ratings of the four competency 
groups. 
4. Determine if the 1974-1978 graduates rated the human 
relations competencies differently than 1979-83 graduates. 
5. Determine the rating of the individual competencies within 
the four competency groups. 
Hypotheses 
1. There are no significant differences between the ratings 
of the four human relations competency groups. 
2. There are no significant differences between the ratings 
of the individual competencies within the Understanding Yourself and 
Others competency group. 
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3. There are no significant differences between the ratings of 
the individual competencies within the Motivation competency group. 
4. There are no significant differences between the ratings of 
the individual competencies within the Communication competency group. 
5. There are no significant differences between the ratings 
of the individual competencies within the Conflict Resolution 
competency group. 
6. There are no significant differences between the ratings 
of the four competency groups based on job category. 
7. There are no significant differences between the ratings 
of the four competency groups based on graduation period. 
Definition of Terms 
Competency. The requisite ability to perform a specific task 
or qualify for a specific role; a functional qualification as opposed 
to a credential-based qualification. (Even: Undated, p. 14) 
Dependent variable. A factor which is observed and/or measured 
to determine the effect of the independent variable. In this study, 
the dependent variables were the 80 human relations competencies. 
Human relations. A term used to describe ways in whjch 
people think about and deal with each other. 
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Independent variable. A factor which is measured, manipulated, 
or selected by the experimenter to determine its relationship to an 
observed phenomenon. In this study the independent variables were 
job category, competency group and graduation period. 
Motivation. The conditions that are responsible for variations 
in the intensity, quality and direction of behavior. (Fulmer: 1977, 
p. 118) 
Understanding. The act of one who understands or comprehends; 
that power by which one perceives, conceives and apprehends. (Thatcher: 
1980, p. 911) 
Conflict resolution. The act of finding a solution to an 
incompatibility that exists between people or between people and 
their environment. 
Communication. The perceptions, expectations, demands and 
information that are passed by word, writing or actions from one 
person to another. 
Instruction. A set of events which affects the student in such 
a way that learning is facilitated. (Gagne and Briggs: 1979, p. 3) 
Huynh-Feldt probability. An F test that has been adjusted to 
prevent the positive bias that occurs when an analysis of variance test 
is conducted on data with repeated measures. (Keppel: 1973, p. 465) 
Huynh-Feldt Epsilon value. Indicates if the assumption 
of homogeneity of within-treatment variance is true when the degrees 
of freedom have been adjusted for data with repeated measures. If the 
Epsilon value is greater than 0.750, the assumption of homogeneity is 
considered to be true and multiple comparison tests can be used to com-
pare multiple mean scores. If the assumption of homogeneity is not 
true, multivariate tests must be used to compare multiple mean 
scores. (Keppel: 1973, p. 462) 
Repeated measures. Data in which repeated measurements are 
made of the same variable for each subject. 
Assumptions 
1. The responses of the graduates that returned the question-
naire accurately represent the attitudes of all of the graduates. 
2. The responses of the graduates that returned the question-
naire are an accurate evaluation of their opinions. 
3. The questionnaire accurately evaluates the opinions of the 
respondents. 
Limitations 
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1. The findings of this study are applicable only to the 
graduates of the University of Nebraska Mechanized Agriculture program. 
2. The findings of the study are applicable only to the 
graduates who listed Mechanized Agriculture as their first major. 
CHAPTER TWO 
REVIEW OF LITERATURE 
The object of all educational programs is to graduate individ-
capable of making contributions to society. To achieve 
result, the future graduate must learn a variety of skills and 
a considerable amount of knowledge while attending school. 
The graduation of capable students in Mechanized Agriculture 
is dependent on the university being knowledgeable of the 
processes, being aware of the importance of instructional 
ng, understanding the goals of the Mechanized Agriculture pro-
, and having an understanding of the skills and knowledge that 
graduates will need. The review of the literature will explore 
The fundamental question of education has been, and continues 
"How do people learn?" Through the years educators, researchers 
psychologists have proposed, examined and abandoned or amended 
learning theories that attempted to answer this 
The two most prominent families of contemporary learning 
thf'or'v are stimulus-response associationism and Gestalt-field. 
and Hunt: 1958, p. 290) The Gestalt-field theories are 
represented by the cognitive field theory of learning. 
and Hunt stated: 
The cognitive field psychology of learning has been 
formulated in an attempt to construct scientific 
principles of learning highly applicable to class-
room situations. (Bigge and Hunt: 1958, p. 390) 
The cognitive-field theories are based on the idea that man 
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is a purposive individual interacting with a psychological environment 
(Bigge and Hunt: 1958, p. 302), and center on the concept that all 
psychological activity of a person occurs in a field--a field that is 
a part of a totality of coexisting factors which are mutually inter-
dependent. (Bigge and Hunt, 1958, p. 391) 
Cognitive Learning 
Hawes and Hawes defined learning as, "The process of acquiring 
knowledge, skills and beliefs through study, education and experience." 
(Hawes and Hawes: 1982, p. 129) The essence of cognitive learning is 
in the Latin roots of the term cognition and its verb cognitive. Both 
words are based upon the word "cognosco," which means "to know." 
"To know" is more than the acquisition of knowledge, skills 
and beliefs. Collins and others defined cognition as, "The act or 
faculty of knowing, beyond mere awareness, usually as distinguished 
from will and feeling (volition, affection)." (Collins: 1973, p. 42) 
Therefore, cognitive learning consists of not only the acqui-
sition of knowledge but also the mental abilities and skills which 
enable students to use their knowledge in problem solution. 
(Krathwohl: 1971, p. 196) Hawes and Hawes defined these cognitive 
abilities as "mental or intellectual abilities involved in perception, 
knowing and abstract thinking." (Hawes and Hawes, 1982, p. 43). 
Bloom concurred: "Cognition is used to include activities such as 
recalling knowledge, thinking, problem solving 
creating." (Bloom: 1956, p. 2) 
Problem solving and creating are abilities that require com-
skills. Krathwohl listed five advantages of concentrating on 
complex ski 11 s: 
1. In a rapidly changing world we cannot foresee today 
what new problems will be encountered tomorrow or 
what new knowledge will upset our previous conception 
of the way the world is organized. Under these condi-
tions, the development of generalized ways of attacking 
problems which can be applied to a wide range of new 
situations is one way of providing learning that can 
have continued relevance. 
2. The rate at which knowledge is increasing is such 
that only a small portion of that knowledge can ever 
be learned by the student in the school situation. 
Emphasis on abilities and skills provides the enabling 
behaviors which permit the individual to adapt and 
expand his limited knowledge. They are the tools of 
continued growth and learning. 
3. The commonality in approach to problems across subject 
areas appears to be much greater when reviewed in terms 
of skills and abilities than in terms of common 
subject matter frameworks. 
4. Emphasis on skill and ability learning results in even 
more permanent learning than emphasis on knowledge 
bound into conceptual frameworks and schemes. 
5. Finally, whereas information can be "looked up" and 
acquired when needed, intellectual abilities and 
skills develop more slowly, usually only after ex-
tended practice, with guidance, after a considerable 
span of years. Thus the formative years of education 
provide the best conditions for learning such skills. 
(Krathwohl: 1971, pp. 197-198) 
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Therefore, by learning the knowledge germane to their subject 
matter area and by concentrating on complex skills, students should 
acquire the cognitive abilities they will need for their occupation. 
10 
Instructional Planning 
Research by Gagne and Briggs, Orlosky, Bail and Hamilton, and 
many others has shown that instruction must be planned if it is to be 
effective. Gagne and Briggs stated, "Instruction for the support of 
learning must be something which is planned rather than haphazard." 
(Gagne and Briggs: 1979, p. 4) Bail and Hamilton discovered, in 
their research of secondary schools and technical college programs 
that were considered successful, that "The most distinguishing charac-
teristic of these programs was the evidence of planning." (Bail 
and Hamilton: 1967, p. 1) 
Historically, instructional planning was not a difficult task. 
Before the 1870's, school curriculum was based upon tradition. The 
curriculum consisted of the traditional subjects that had been taught 
since the founding of public schools in America. During the Progress-
ive Era, 1870's to 1950's (Cremin: 1964, pp. 20, 347), schools were 
faced with an onslaught of new ideas as special interest groups attempted 
to have their pet topic added to the schools. Instructional planning 
moved from traditional subjects to a complex task that involved cur-
ricula, personnel, administration, school facilities, and resources. 
All parts of instructional planning have an important role, 
but the basis of learning is the curriculum. Orlosky stated, "Curriculum 
is the substance of the school program. Countless hours are 
spent discussing curriculum questions." (Orlosky: 1978, pp. 3, 13) 
The situation caused by the onset of the Progressive Era provided the 
impetus for men like William Torrey Harris to develop a theory that 
could be used to determine curriculum content. His experiences as the 
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superintendent of the St. Louis school system during the last of the 
nineteenth century led him to develop and sponsor the rationalizing of 
the school system along bureaucratic and industrial lines. (Orlosky: 
1978, p. 6). From the time of Harris' work to the 1950's, additional 
methods were used and some changes were made, but radical changes 
did not occur until the advent of Sputnik. It not only spelled the 
end to the Progressive Era, through the resulting emphasis on the 
sciences, but it also spurred more systematic efforts to instructional 
planning and curriculum design. These new efforts have come to be 
identified as the "systems approach." (Gagni and Briggs: 1979, p. 20) 
The systems approach is not a narrowly defined term. The 
similarity of the systematic efforts is in their use of a series of 
steps which acts as a guide for the development of an instructional 
plan or a curriculum. Although Gagni and Briggs used three steps 
(Gagni and Briggs: 1979, p. 151), Houle used seven (Houle: 1978, 
pp. 133-184), Dickenson, as reported by Even, used seven (Even: 
Undated, p. 27), and Even used five (Even: Undated, p. 28), they all 
have four common concepts: (1) a method to decide what should be 
taught, (2) the establishment of goals and/or objectives, (3) the 
instructional processes, and (4) an evaluation of the processes. 
The success of an instructional program is hinged on its 
continuing to meet the needs of the students. For this reason, 
evaluation is a very important part of the process. According to 
Gagn€ and Briggs, "Indications of how well an instructional product 
or system performs are obtained from systematically gathered evidence." 
(Gagn€ and Briggs: 1979, p. 286). One way to systematically gather 
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this kind of evidence is through the use of a follow-up survey of the 
graduates. A follow-up of the graduates can perform several functions. 
Darcey stated: 
The follow-up of graduates and employers of former 
students may well be one of the best indications of 
how well a program is meeting its objectives, and 
also how well products of the program are faring in 
the market place. (Darcey: 1980, p. 1) 
The follow-up can also be used to improve the quality of the product by 
determining what subject matter areas need to be improved or if new 
areas need to be added. 
Development of Mechanized Agriculture Programs 
The roots of Agri cultura 1 ~1echani zati on programs are in the 
industrial revolution of agriculture, which from its time of inception 
has been a progressive development of steadily increasing scope and 
importance. (Cu1pin, 1968, p. 1) The form of current Agricultural 
Mechanization programs is the result of the intertwined development 
between Agricultural Mechanization programs and Agricultural Engineering 
programs--a development that has been influenced by the social, economic, 
academic, technological and governmental segments of the American 
society. 
The Morrill Act of 1862 placed a strong emphasis on training 
for agriculture. Educators met this challenge by starting programs 
and adapting old programs to answer the problems facing agriculture. 
These programs became very popular because they were based on the 
needs of the farm community. 
The late 1880's saw the rise of a conflict among the educators 
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within the Agricultural Engineering programs. A curriculum that was 
used to train farmers in the manual skills of woodworking, concrete 
\vork, metalwork i ng, rope work and 1 eather work (Hamil ton: 1.925, p. 
10) was not accepted as engineering by the traditional engineering pro-
fessions. History shows the group of educators working in these pro-
grams adopted the goal of developing their efforts into an engineer-
i ng profess i on. 
The present reputation of the American Society of Agricultural 
Engineers (ASAE) is evidence of their success, but in the process of 
becoming recognized as a separate engineering profession and answering 
the challenges of technology, they left a gap between themselves and 
their original constituency--the farm community. Statements by Darcey 
and Clary and Woodin show the existence of and, to some extent, the 
dimensions of this gap. Darcey stated: 
The increased mechanization of agriculture and the agri-
culture industry in the last 20 years is creating a new 
career need, the need for individuals trained in areas 
of technical agriculture which involve the sophisticated 
machines and equipment designed by agricultural engineers 
for today's agriculture. (Darcey: 1983, p. 10) 
Clary and Woodin stated: 
One of the most significant changes in the occupational 
structure of the United States today is the rapid growth 
of occupations which lie between the fields of the skilled 
crafts and engi neeri ng. (Cl ary and vJoodi n: 1965, p. 1) 
Agricultural engineers moved from being predominantly concerned 
with the improvement of agriculture through the training of farmers 
in the application of and use of labor, power and materials of produc-
tion to being concerned with the design, research and development 
aspects of Agricultural Engineering. (Lien: 1985, p. 1) This can 
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also be seen by examining the definitions that have been used through 
the years for Agricultural Engineering. In 1931, Davidson said, 
"Agri cul tura 1 engi neeri ng is concerned with the appl i cati on and use 
of labor, power and materials in agricultural production and rural 
life." (Davidson: 1931, p. 2) In 1978, Kepner and others stated, 
"Agricultural engineering is the application of engineering knowledge 
and technology to agriculture." (Kepner, Bainer and Barger: 1978, p. 3) 
The gap that developed between the "skilled crafts" of farming and the 
agricultural engineer is being filled by the Agricultural Mechanization 
graduate. 
What then is an Agricultural Mechanization graduate? The ex-
planations are almost as numerous as the number of programs. One of 
the best is used by L.G. King. He explained: 
The agricultural engineer is competent to design a system 
based on an understanding of its application. The agri-
cultural mechanization major is competent in the applica-
tion of the system, based on an understanding of its de-
sign. (King: 1980, p. 1) 
Goals of Mechanized Agriculture Programs 
The general goals of these curricula are to improve produc-
tion, lower prices, and improve the dignity of man. (Davidson: 1980, 
p. 20) This is accomplished by producing managers and skilled workers 
who do not only apply the principles of engineering to agricultural 
production but who also understand the principles of human relations 
and can apply them in their chosen occupation. Managers as defined 
by Heady and Arcus are: 
... individuals who perform some work but will be 
most importantly engaged in the scientific management 
of decision processes in highly technical and precise 
learning practices. (Heady and Arcus: 1966, p. 1) . 
skilled worker is an: 
... individual who will serve as hired help but will 
need technical abilities beyond the requirements of the 
typical farm operation--labor in the previous genera-
ti on. (Heady and Arcus: 1966, p. 1) 
Job Categories of Mechanized Agriculture Graduates 
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The results of follow-up studies of Agricultural Mechanization 
graduates in other regions show the majority of these graduates are 
working within Heady and Arcus' categories. In Pennsylvania, Beppler 
identified eight occupational categories and determined the percentage 
of graduates who were working in each category (Figure 1). (Beppler: 
1978, p. 2) 
FIGURE 1 
PENNSYLVANIA OCCUPATIONAL CATEGORIES 
TYPE OF EMPLOYER 
Machinery manufacturers, wholesale 
Machinery equipment dealers 
Other agricultural business firms 
Contractors and structures 
Farming 
Self-employed, non-farming 
Graduate school 
PERCENT EMPLOYED 
30.0 
10.0 
18.0 
10.0 
13.0 
3.0 
3.0 
Unemployed, underemployed and no information 13.0 
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Similar results were discovered in Iowa by Beckkum and Heard. 
reported on the percentage of their graduates working in nine 
categories (Figure 2). (Beckkum and Heard: 1981, p. 2). 
FIGURE 2 
IOWA OCCUPATIONAL CATEGORIES 
TYPE OF EMPLOYER 
Ag machinery sales and service 
Ag machinery production and testing 
Ag research 
Ag service organizations 
Banking ag office 
Building and construction 
Consulting 
Farm management 
Non-agricultural 
FIGURE 3 
TEXAS OCCUPATIONAL CATEGORIES 
TYPE OF EMPLOYER 
Farm machinery and equipment 
Industrial--construction-manufacturing 
Education--extension-research 
Food-feed-fiber processing 
Farming-ranching 
PERCENT EMPLOYED 
22.9 
22.9 
11.4 
11.4 
8.6 
5.7 
5.7 
5.7 
2.9 
PERCENT EMPLOYED 
25-30 
35-40 
5 
10 
10 
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Validity for Nebraska 
These studies show the occupational categories for Agricultural 
Mechanization graduates for three areas of the country, but two 
factors suggest that they may not be accurate for Nebraska. The first 
factor is the different percentages that exist for the job categories. 
By combining data to achieve comparable categories, it can be seen that 
farm machinery and equipment employed 25-30 percent of the Texas 
graduates, 45 percent of the Iowa graduates and 40 percent of the Pennsyl-
vania graduates. This would indicate that for this one category each 
state should have a different emphasis on farm machinery and equipment 
in the local curriculum. 
Secondly, regional differences exist because of the diversifica-
tion of agriculture within the United States. In their book, Agri-
culture 2000, the Federal Intermediate Credit Banks stated: 
Because the six regions of the United States (the North-
east, the South, North Central, Great Plains, the South-
west, and the Northwest) are so diverse, their needs differ. 
(FICB: 1983, p. 1) 
Human Relations 
It is a commonplace observation that organisms cluster and seem 
to be drawn together. (Schachter: 1968, p. 542). This characteristic 
of mankind creates the need for an understanding of the history and 
elements of good human relations. 
History of human relations. Until the late 1800's, workers 
were often openly exploited and abused (Fulmer: 1977, p. 23), because 
human relations techniques were used to increase production with little 
or no consideration given to the plight of the workers. Fulmer sum-
marized the uses of human relations when he said, "Before the 1930's, 
human relations was given little consideration except as a means of 
trickery." (Fulmer: 1977, p. 11) 
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The uses of human relations techniques have gradually changed. 
Mobley said, "Widespread attention given to the effective management 
of human resources came of age in the 1970's." (Mobley, 1982, p. iii) 
Gellerman listed five factors which influenced this change. He stated: 
1. The movement of labor from agriculture to industry 
2. The reform movement that developed in reaction to early 
entrepreneurial excesses 
3. The rise of labor unions and labor legislation 
4. The tendency of competitive profit-seeking industry 
to encourage technology, which in turn stimulates 
and is further stimulated by education 
5. The professionalization of management, bringing with it 
specialized management education and social research 
(Gellerman: 1966, p. 13) 
Human relations has come of age, but human relations as an art/ 
science is still emerging from traditional mythologies into a more 
scientific era. One result of this condition is that content selec-
tion in human relations is very difficult. (Levy: 1969, p. xvi) 
Divergent views on the content of human relations and the lack of a 
uniformly accepted definition increase the difficulty of doing research 
in this field. 
Elements of human relations. What then is human relations? 
Individuals tend to adopt their own definitions. Gardner and Moore 
used a simple, umbrella definition. They stated, "The term human 
relations implies to the layman a concern with man's relationship 
to man." (Gardner and Moore: 1964, p. 19) Reece and Brandt also 
used an umbrella definition, but they were more descriptive .. They 
defined human relations as: 
The term human relations in its broadest sense covers 
all types of interactions among people--their conflicts, 
cooperative efforts, and group relationships. (Reece 
and Brandt: 1981, p. 4) 
Fulmer took a slightly different approach. He qualified human rela-
tions by saying: 
Good human relations should be based on a capacity to 
understand and deal with perceptions and needs which 
the observer may not personally identify with but must 
realize the necessity of dealing with. (Fulmer: 1977, 
p. 7) 
The definition by Gellerman was adopted for this study. He stated: 
Human relations is simply a catch-all term for describing 
the way in which the people who comprise an organization 
think about each other and deal with each other. 
(Gellerman: 1966, p. 1) 
These definitions contain a central theme--human relations 
is the art/science of dealing with people. 
Importance of human relations. The question is still asked, 
"Why is human relations important to me?" There are three view-
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points that address this question: business, sociological and workers. 
Gellerman answered this question from both the business and the 
sociological viewpoint. From the business viewpoint he stated: 
The quality of human relations can have an important 
effect on producti vi ty and creati vi ty and therefore on 
the profitability and efficiency of an enterprise. 
(Ge 11 erman: 1966, p. 3) 
the sociological viewpoint, Gellerman stated: 
The effective management of human relations is not 
merely possible in the light of what behavioral research 
has revealed, it is also essential in the light of our 
rapidly evolving social and political order. (Gellerman: 
1966, p. 134) 
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The importance of human relations to management was expressed 
by Fulmer when he said, "Human relations is at the very core of mana-
gerial success." (Fulmer: 1977, p. vii) Reece and Brandt and Mobley 
also expressed a business point of view. Reece and Brandt stated: 
Employers point out that many managers who fail in their 
jobs lack strong human relations skills, not technical or 
professional competence. (Reece and Brandt: 1981, p. 4) 
Mobl ey stated: 
The difficulties encountered in effective human resources 
management are without parallel. Surveys of managers and 
top level executives consistently show "human problems" at 
the top of most lists. (Mobley: 1982, p. iii) 
Wilms, Morin and I~obley investigated human relations with 
workers in mind. \~ilms conducted a study which attempted to determine 
the competencies employers felt were important in workers. He found 
63 percent of 173 employers in the Los Angeles, California area viewed 
good work habits and positive attitudes as crucial to an employee's 
success on the job. (Wilms: 1984, p. 348) Additional information 
was supplied by Morin. He developed a list of what he considered 
to be the five signals of impending employee termination: (Morin: 
1980, pp. 703-704) 
1. Hate my job 
2. Decreased communications 
3. Negative feedback 
4. Lack of productivity 
5. Objectives not met 
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of the above, decreased communications and negative feedback, are 
tly related to human relations, and all five could be a function 
poor human relations under certain conditions. Similar thoughts were 
sed by Mobley. His investigations into the turnover of workers 
him to state: 
Literature suggests that people who leave the organiza-
tion tend to be at the extreme end of such personality 
factors as achievement, aggression, independence and 
self confidence. (Mobley: 1982, p. 98) 
The work of these writers gives an indication of the importance 
of human relations. Fulmer summarized the worth of human relations 
when he stated: 
The strength of any society is based on how well the differ-
ent individuals with different abilities and different 
needs can cooperate without losing their sense of individ-
uality and personal worth. (Fulmer: 1977, p. 6) 
Approach to human relations. An investigation of the literature 
revealed that the area of human relations is a broad, loosely defined 
field of endeavor that attempts to solve man's problems by using 
knowledge gained in the study of psychology, sociology and business 
management. This results in an art/science that is too all-inclusive 
to be easily understood. For this reason it is necessary to elucidate 
the approach taken in this study. 
Bennis separated man's problems into two categories. He stated: 
We can divide the problems Man faces into two classes, the 
noninteractional or man-in-relation-to-nature, and the 
interactional or man-in-relation-to-man. This latter 
class involves human interaction which makes it necessary 
to take into account the activities, thoughts, and feel-
ings of the other. (Bennis: 1964, p. ix) 
is these human interactions that need illustration. Shahdanian 
Reece and Brandt illustrate the contents of human relations. 
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stated, "Human relations include leadership, group-dynamics, 
ivation and communications." (Shahdanian: 1970, p. 57) Reece and 
stated: 
Four basic themes emerge from a study of human rela-
tions. They are understanding yourself and others, 
communication, motivation and conflict resolution. 
(Reece and Brandt: 1981, p. 16) 
Themes of human relations. The themes of human relations, 
as explained by Reece and Brandt, were deemed appropriate to use as 
a guide in organizing and categorizing the human relations compe-
tencies for this study. 
The first theme of human relations is Understanding Yourself 
and Others. From the definitions of human relations discussed earlier, 
it can be seen that being able to understand yourself and others is the 
essence of human relations. Brett reported that in Campbell's study 
of the domains of man, it was discovered that the domains most re1e-
vant to well-being are self, standard of living, family life, marriage, 
work and social relationships. (Brett: 1982, p. 451) Becvar 
especially agreed with social relationships. He stated, "The greatest 
source of satisfaction or dissatisfaction in living is often found in 
relationships with other persons." (Becvar: 1974, p. 1) For these 
relationships to be effective, individuals must understand themselves 
and others, yet Morin in his research found most persons do not do a 
good job of understanding themselves. (Morin: 1980, p. 703) 
23 
The second theme of human relations is Motivation. The concept 
of motivation is another term that has been studied extensively but it 
is not precisely defined. Bolles explained: 
The concept of motivation has been variously identified 
as an unquestionable fact of human experience, as an 
indisputable factor of behavior, and as a mere explan-
atory fiction. (Bolles: 1967, p. vii) 
Experts in the field of motivation may disagree on the importance and 
the relationship of Bolles's first two statements, but they agree that 
the latter is not generally accepted. An example is the statement by 
Jung. He stated, " ... people do things in terms of motivational 
factors when attempting to explain their own behavior as well as that 
of others." (Jung: 1978, p. 21) Vinacke also supported the worth of 
motivation. He stated, "Motivation deals with all the conditions that 
are responsible for variations in the intensity, quality and direction 
of behavior." (Vinacke: 1962, p. 3) The importance of studying moti-
vation was summarized by Jung when he said: 
In view of the effects, it is essential that we consider 
the nature of motivational explanations, flawed or other-
wise, if we are to improve our understanding of human 
behavior. (Jung: 1978, p. 21) 
Jung's understanding of the essentials of motivational behavior is 
that it is intentional and voluntary behavior that is purposed or 
goal directed, it is selective or directional and it is persistent 
over time. (Jung: 1978, p. 5) Bolles explained motivation in broader 
terms. He said motivation is a hypothetical cause of behavior. 
(Bolles: 1967, p. vii) 
The third theme of human relations is Communication. The 
ability to communicate is not unique to mankind, but the communication 
of mankind is unique. Fulmer stated: 
Man alone among species has developed a language which 
allows him to communicate such ideas as love, justice, 
God, truth and beauty. (Fulmer: 1977, p. 96) 
Communication is an important ability. Brown and Keller stated, "To 
communicate is to make contact to inspire and receive response." 
(Brown and Keller: 1973, p. 3) Kozoll approached the importance of 
communication from the view of managers of educational programs. He 
stated: 
Communication cannot be taken for 
include reliance on a combination 
formal strategies and procedures. 
p. 347) 
granted and should 
of formal and in-
(Kozoll: 1979, 
The management of educational programs is not unique in the 
need for communication strategies and procedures--these needs occur 
in all occupations which deal with people. If strategies and 
procedures of communication are to be effective, they must include 
all of the components of communication, and they must utilize the 
various forms and modes of communication. 
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Fulmer identified four basic components of communication: 
perception, expectation, demands and information. These components 
can be expressed in seven forms: thought, action, observation, 
speech, listening, writing, and reading. (Fulmer: 1977, pp. 104-106, 
111) 
Becvar investigated the modes of communication and concluded 
there are two: verbal and nonverbal. He stated, "Whi le the verbal 
mode of communication is important, the nonverbal mode is the power 
component in building or destroying relationships." (Becvar: 1974, 
pp. 8, 17) 
The essence of communication was expressed by Brown and 
They said: 
Communication between people involves, in its essence,. 
two things--relationship and information; the former 
determines the latter. (Brown and Keller: 1973, 
p. 1) 
The fourth theme of human relations is Conflict Resolution. 
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Confl ict has been described as mutual hostil ity between and among 
individuals or groups. (Nye: 1973, p. xii) This "mutual hostility" 
is part of every job and human interaction. Mattran wrote: 
No perfect organization exists in this world and al-
most every area of organizational activity is fraught 
with problems and conflicts that can arise as un-
expectedly as a summer thunderstorm. (Mattran: 1979, 
p. 360) 
Bercovitch agreed. He said: 
Students of social behavior cannot venture forth 
without being reminded that individuals and groups 
face one kind of conflict or another throughout 
most of their lives. (Bercovitch: 1984, p. xi) 
Bercovitch also discussed the importance of resolving conflicts: 
The number of lethal conflicts and the extent of vio-
lence and destruction are on such a scale that unless 
we make some progress toward understanding conflict 
and the factors which can influence its course and 
outcomes, we may well fail to ensure the survival 
of Homo sapiens. (Bercovitch: 1984, p. 3) 
To understand conflict and the factors which influence it, 
it is first necessary to know the causes of conflict. Nye discussed 
six: (Nye: 1973, pp. xii-xiv) 
1 . Env ironment 
2. Prejudice 
3. Conformity and obedience 
4. Aggressive behavior 
5. Competition, domination and/or provocation interactions 
6. Individual characteristics 
From Nye's list it is evident that conflict can arise from a variety 
of causes, and because of this the conflict must be dealt with; it 
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cannot be resolved by removing the causes. Gellerman suggested three 
objectives in dealing with human relations problems. These objectives 
are also good guidelines for dealing with conflict: (1) confine the 
problem to prevent it from spreading, (2) reach a just settlement, 
and (3) leave the relationship between the individuals viable. 
(Gellerman: 1966, p. 111) 
CHAPTER THREE 
METHODS 
Chapter three explains the methods used to conduct the study. 
The chapter is divided into five areas: (1) design of the study, 
(2) subjects, (3) procedures, (4) instrumentation, and (5) treatment 
of the data. 
Design of the Study 
The study was a cross-sectional, descriptive survey of ten 
years of graduates from the University of Nebraska-Linco1n's Mechan-
ized Agriculture program. 
Subjects 
The subjects were 130 male alumni of the University of 
Nebraska-Lincoln, who graduated with a Bachelor of Science degree 
in Agriculture and majored in Mechanized Agriculture. The subjects 
graduated between the years of 1974 and 1983, inclusive. The in-
formation used in the study was volunteered by the subjects through 
the completion of a mail questionnaire. The names and addresses 
of the subjects were obtained from the University of Nebraska Alumni 
Association. 
Procedure 
The procedure followed in this study was: (1) development of 
the questionnaire, (2) writing and mailing the advance notification 
letter, (3) mailing the questionnaire, (4) mailing the follow-up 
questionnaire, and (5) analyzing the data. The development of the 
questionnaire is explained in the following section on instrumenta-
tion. 
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The advance notification letter was mailed on December 4, 1984. 
It informed the graduates that in the near future they would be re-
ceiving a questionnaire and it asked them for their cooperation 
in the study (Appendix A). On December 14, 1984, the questionnaire 
was mailed along with a cover letter and a stamped, pre-addressed 
envelope (Appendix B). Seventy-four (61.7%) of the questionnaires 
were returned by January 11,1985. On that date a second mailing was 
sent (Appendix D). It resulted in 29 additional questionnaires being 
returned (24.2%). Of these, two were not usable because they were 
received after the start of the data analysis. The total number of 
usable questionnaires was 101 or 84 percent. 
Instrumentation 
A search of the literature did not reveal a questionnaire that 
was capable of measuring the level of importance of human relations 
competencies. Therefore, a questionnaire was developed for the study. 
A list of competencies was compiled by searching the litera-
ture for items that the authors being reviewed considered a part of 
human relations. The literature search was directed by including items 
that fit into the four categories of human relations competencies as 
listed by Reece and Brandt in Effective Human Relations in Business. 
(Reece and Brandt: 1981, p. 16) These categories were: Understand-
ing Yourself and Others, Motivation, Communication, and Conflict 
The literature search resulted in a list of over 200 
itemS which fit into one of these four categories of human relations. 
These items were rewritten as 104 unique competencies. 
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Three demographic questions were included: one question sub-
divided the ten-year graduation period, and two questions determined the 
graduates first job after graduation and their present job. The five 
year division was used to coincide with the addition of new staff 
members and changes within the Mechanized Agriculture program. A copy 
of the questionnaire is included as Appendix C. 
The list of 104 competencies and the three demographic ques-
tions were pretested by mailing a copy of the questionnaire to a 
sample of ten graduates picked at random and asked, by phone, if they 
would pretest the questionnaire. All agreed, and nine of the ques-
tionnaires were returned. 
The final questionnaire consisted of 80 human relations com-
petencies and two demographic questions. The demographic questions 
were reduced to two because the pretest revealed the majority of the 
graduates were still working on their first job. 
Eighty competencies were used because of the limitations of 
the post hoc test used to check the reliability of the questionnaire. 
Reliability of surveys conducted from the Teachers College at the 
University of Nebraska-Lincoln is evaluated through the use of a post 
hoc reliability program called "Scale", which is based on Cronbach's 
Coefficient Alpha. (Cronbach: 1951, p. 299) For this program to be 
accurate it requires a minimum of five cases for each item on the 
questionnaire. Expressed algebraically: 
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Minimum number of cases = N X 5 
N = number of items in the questionnaire 
The "Scale" program could be used in this study because the 80 
competencies were divided into four groups of 20, based on the four 
areas of human relations as identified by Reese and Brandt. By treat-
ing each group of competencies as a separate questionnaire, the re-
quirements of the "Scale" program could be met if at least 100 grad-
uates (83%) returned the questionnaire. 
The number of competencies was reduced from 104 to 80 by rank-
ing the competencies in each of the four groups, based on the mean 
scores of the pretest, and selecting the 20 with the highest scores 
within each group. 
The purpose of the "Scale" program was to evaluate the con-
sistency of the questionnaire in measuring the dependent variables. 
For confidence to be placed in the results of the questionnaire, the 
Coefficient Alpha of the "Scale" program should be 0.700 or higher. 
The results of this test are contained in Table 1. 
TABLE 1 
RELIABILITY ANALYSIS (COEFFICIENT ALPHA) FOR THE FOUR QUESTIONNAIRES 
Questionnaire 
Understanding Yourself and Others 
Motivation 
Communication 
Conflict Resolution 
Coefficient Alpha 
.86286 
.90626 
.88602 
.88666 
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As indicated in Table 1, the reliability of the questionnaires 
exceeded the recommended minimum level of 0.700. 
Treatment of the Data 
The data were analyzed through use of the University of 
Nebraska's Control Data Corporation (CDC) 6000 computer utilizing the 
Biomedical Computer Programs P-Series subprogram 2V (BMDP2V) statis-
tical package (Dixon: 1983) and the Statistical Package for the 
Social Sciences (SPSS) (Nie: 1975). 
The first task was the determination of the distributional 
characteristics of the 80 dependent variables. Information on the 
distribution and central tendencies of the variables was obtained 
utilizing the SPSS Descriptive Statistics and One-Way Frequency 
Distributions subprogram FREQUENCIES. 
The second task was tests of the hypotheses. This was 
accomplished by using programs designed to test for statistical 
significance and statistical difference. 
The statistical significance of the dependent variables was 
analyzed using the SPSS Analysis of Variance and Covariance subprogram 
ONEWAY and the BMDP2V program Analysis of Variance and Covariance with 
Repeated Measures. The results of the ONEWAY test are reported as a 
value of F and a probability of F, and the results of the Analysis 
of Variance and Covariance with Repeated Measures test are reported 
as the Huynh-Feldt probability and the Huynh-Feldt Epsilon value. F 
probabilities and Huynh-Feldt probabilities less than 0.05 were 
considered significant. 
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If the Huynh-Feldt Epsilon value was greater than 0.750, 
the assumption of non-correlation between the dependent variables was 
considered to be true, and a Tukey test could be used to test. for 
significant differences. 
The Tukey test was also used to determine significant differ-
ences when F probabilities were statistically significant. The 
number of dependent variables used in the study exceeded the limi-
tations of the Tukey program on the CDC computer; therefore, Tukey 
tests were performed by hand. The Tukey tests were based on the 
following equation. (Keppel: 1982, p. 155) 
s 
a 
= the minimum difference between means that 
was s i gnifi cant 
= 3.63 [table value; degrees of freedom = 
(a - 1) (s - 1), alpha = .05, and p = 4] 
= 90 (sample size) 
= number of subgroups 
MS -
error value used was from the BMDP2V analysis of 
variance 
CHAPTER FOUR 
RESULTS 
The purpose of this study was to determine the level of im-
portance Nebraska's Mechanized Agriculture graduates placed on a list 
of 80 human relations competencies. This chapter contains the results 
and discussion of the survey mailed to 120 graduates to the University 
of Nebraska's Mechanized Agriculture program. The chapter is arranged 
into two sections: (1) descriptive analysis of the demographic 
questions, and (2) tests of the hypotheses and supporting data. 
Descriptive Analysis of the Demographic Questions 
Job Categories: Question One 
Question one asked the graduates to identify which one of 
ten job categories best described their present job. The distribution 
of the ~raduates based on job category is shown in Table 2. 
It can be seen from Table 2 that the absolute frequency of 
several job categories was too small to be statistically reliable. 
For this reason, these ten categories were not used in the data 
analysis. 
The statistical reliability of the data was improved by 
increasing the number of cases in the smallest cells. 
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TABLE 2 
FREQUENCY DISTRIBUTION OF THE TEN JOB CATEGORIES 
Absolute Relative Adjusted 
Category Code Freq Freq (%) Freq (%) 
Ag Machinery Sales 
and Service 1 13 12.9 13 
Ag Machinery Production 
and Testing 2 7 6.9 7 
Ag Research 3 7 6.9 7 
Extension or Teaching 4 7 6.9 7 
Other Agribusiness 5 11 10.9 11 
Ag Construction 6 3 3.0 3 
Consu It i ng 7 2 2.0 2 
Farm or Ranch Manager 8 9 8.9 9 
Farmer or Rancher 9 28 27.7 28 
Non-agricultural 10 13 12.9 13 
Missing data 1.0 
Total 101 100.0 100.0 
· .. --.-....• _-----------------
The results of the recoding can be seen in Table 3. 
TABLE 3 
FREQUENCY DISTRIBUTION OF THE RECODED JOB CATEGORIES 
Abso 1 ute Relative Adjusted Category Code Freq Freq (%) Freq (%) 
Ag Machinery Sales and 
Service--Consulting 1 15 14.8 15.0 
Extension or Teaching--
Ag Research 2 14 13.9 14.0 
Ag Machinery Production 
& Testing--Construction 3 10 9.9 10.0 
Other Agribusiness 4 11 10.9 11.0 
Farmer or Rancher 5 28 27.7 28.0 
Non-agricultural 6 13 12.9 13.0 
Farm or Ranch Manager 7 9 8.9 9.0 
Missing data 1 1.0 
Total 101 100.0 100.0 
As indicated by Table 3, the category with the highest number 
of graduates 28 (28.0%), was Farmer or Rancher and the category with 
the lowest number of graduates, 9 (9.0%), was Farm or Ranch Manager. 
With the recoding, the smallest absolute frequency was nine. This 
was an adequate number for the statistical tests that were conducted. 
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Graduation Period: Question Two 
Question two asked the graduates to indicate the period in 
which they graduated. Two alternatives were given, 1974 to }978 and 
1979 to 1983 (see Table 4). 
TABLE 4 
FREQUENCY DISTRIBUTION OF THE GRADUATION PERIODS 
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Graduation Absolute Relative Adjusted 
Period Code Freq Freq (%) Freq (%) 
1974 to 1978 42 41. 6 42.4 
1979 to 1983 2 57 56.4 57.6 
Missing data 2 2.0 
Total 101 100.0 100.0 
As indicated in Table 4, the 1979 to 1983 graduation period 
had the largest number of graduates with 57 (57.6%). 
Tests of the Hypotheses and Supporting Data 
Significant Differences between Competency Groups: 
Hypothesis One 
The purpose of the first hypothesis was to provide a basis 
to determine if statistical differences existed between the ratings of 
the four competency groups. Hypothesis One was tested by using an 
analysis of variance program to test for statistical significance. 
The Analysis of Variance and Covariance with Repeated Measures test 
(BMDP2V) resulted in a Huynh-Feldt probability of 0.000 and a 
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Huynh-Feldt Epsilon factor of 0.9635. 
The Huynh-Feldt probability of 0.000 indicated the data were 
statistically significant and the Huynh-Feldt Epsilon factor-of 
0.9635 indicated the assumption of non-correlation was true. A Tukey 
test was conducted to discover which combinations of competency groups 
were significantly different. The results of the Tukey test are shown 
in Table 5. 
TABLE 5 
TUKEY TEST FOR SIGNIFICANT DIFFERENCES BETWEEN 
COMPETENCY GROUPS 
Mean 3.01556 
3.01556 
3.13833 
3.13889 
3.34056 
Group** 2 
2 
3 
4 
3.13833 
3 
.12277* 
*Least significant difference (dT = 0.0838) 
** 
1 Understanding Yourself and Others 
2 Motivation 
3 Communication 
4 Conflict Resolution 
3.13889 
4 
.12333* 
.00056 
3.34056 
1 
.32500* 
.20223* 
.20167* 
NOTE: The Tukey test calculates the least significant difference and 
compares this difference to the differences between all pos-
sible combinations of mean scores. Any difference between two 
mean scores greater than the least significant difference 
is considered to be significant. 
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As indicated in Table 5, the graduates rated the Understanding 
f and Others competency group significantly higher than the 
three groups of competencies. They also rated the Conflict 
competency group significantly higher than the Motivation 
competency group, and they rated the Communication competency group 
significantly higher than the Motivation group. The only combination 
of competency groups not rated significantly different was Communication 
and Conflict Resolution. 
Based on these findings Hypothesis One was rejected. There 
were significant differences between the ratings of the four competency 
groups. 
The supporting data used to test this hypothesis are found in 
Table 6. The data are presented as ranked means and the standard 
deviations of the four competency groups. 
TABLE 6 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE 
FOUR COMPETENCY GROUPS 
Competency Group Means 
Understanding Yourself and Others 3.34056 
Conflict Resolution 3.13889 
Communication 3.13833 
Motivation 3.01556 
Standard 
Deviations 
0.34056 
0.40445 
0.39292 
0.43580 
39 
As indicated by Table 6, the graduates ranked the Understanding 
Yourself and Others competency group as most important and the Motiva-
tion competency group as least important. The Understanding Yourself 
and Others competency group had the lowest standard deviation, an 
indication the ratings of the graduates were closely grouped about the 
mean. On the questionnaire a rating of 3 was important and 4 was very 
important. The mean scores of the four groups indicated the graduates 
felt all the competency groups were important. 
Significant Differences within the Understanding Yourself 
and Others Competency Group: Hypothesis Two 
The purpose of Hypothesis Two was to provide a basis to 
determine if there were significant differences between the ratings 
of the individual competencies within the Understanding Yourself and 
Others competency group. Hypothesis Two was tested by using the 
Analysis of Variance and Covariance with Repeated Measures (BMDP2V) 
program to test for statistical significance. The test resulted in a 
Huynh-Feldt probability of 0.000 and a Huynh-Feldt Epsilon factor of 
0.8684. A probability of 0.000 indicated the data were statistically 
significant and an Epsilon factor of 0.8684 indicated the assumption 
of non-correlation was true. 
A Tukey test was used to discover which combinations of com-
petencies within the Understanding Yourself and Others competency 
group were significantly different. The results of this test are 
contained in Table 7. A key to the competency numbers is available 
in Table 8. 
TABLE 7 
TUKEY TEST FOR THE UNDERSTANDING YOURSElf AND OTHERS QUESTIONNAIRE 
Hedn Compo 20 22 13 17 12 10 21 6 11 3 19 5 18 14 15 9 7 
2.816 20 ,235 !. 306" .368* .398· .398* .40&* .439* .470· .521* .541'" .551* .562· .582* .643* .766- .776* 
3.051 22 .071 .133 .163 .163--. 17Y-:Z1l4---:735 .286 LJ06* .316* .327* .347* .408* .531* .541* 
3.122 13 .062 .092 .092 .102 .133 .164 .215 .235 .245 .256 . 276 .337* .460* .470* 
3.184 17 .030 .030 .040 .071 .lD2 .153 .173 .183 .194 .214 .275 .398* .408* 
3.214 12 .000 .0lD .041 .072 .123 .143 .153 .164 .184 .245 .368· .378* 
3.214 10 .0lD .041 .072 .123 .143 .153 .164 .184 .245 .368* .378* 
3.224 21 .031 .062 .113 .133 .145 .154 .174 .235 .358* .368* 
3.255 6 .031 .082 . lD2 .112 .123 .143 .204 0327* .337* 
3.286 11 .051 .071 .081 .092 .112 .173 306* 
3.337 3 .020 .030 .041 .061 .122 .245 .255 
3.357 19 .0lD .021 .041 .lD2 .225 .235 
3.367 5 .011 .031 .092 .215 .225 
3.378 lB .020 .072 .195 .205 
3.398 14 .061 .184 .194 
3.459 15 .123 .133 
3.582 9 .0lD 
3.592 7 
3.622 16 
3.633 4 
3.653 8 
-Significant Difference (dT ~ .289) 
NOTE: The Tukey test compares all possible combinations of means and calculates the least significant difference. The table presents 
the differences between the combinations of means dnd identifies the ones that are greater than the least significant differ-
ence. The combinations of means abo~e and to the right of the line are significantly different. For example, the first 
significant difference is .306. This means competency 13 is significantly higher than competency 20. 
16 4 
.806* .817* 
.571* .582-
.500· .511 ... 
.438* .449* 
.408* .419* 
.408* .419* 
.398· .409* 
.367- .378* 
.336* .347* 
.285 .296* 
.265 .27 
.255 .266 
.235 .246 
.224 .235 
.163 .174 
.040 .051 
.030 .041 
.011 
8 
.837* 
.602* 
.531* 
.469* 
.439* 
.439* 
.429* 
.398* 
.367* 
.316* 
296* 
.286 
.266 
.255 
.194 
.071 
.061 
.031 
.020 
.". 
o 
'i 
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As indicated in Table 7, the ratings of the graduates resulted 
combinations of competencies (37%) being significantly different. 
Several of these combinations are of particular interest. Number 20 
(How important is it to know that the effectiveness of a social system 
can be improved by using all of an individual's talents?) was rated the 
least important and it was rated significantly lower than all other 
competencies within this group except number 22 (How important is it to 
know that we need to be accepted by some of the people we work with?). 
The position of the line separating the combinations of com-
petencies that are significant from the combinations that are not sig-
nificant indicates there were five competencies at the top of the 
ranking, numbers 8, 4, 16, 7, and 9, that were unique. These competen-
cies were rated significantly more important than at least nine other 
competencies within this group. These five competencies deal with the 
concepts of responsibility, positive attitudes, decision making, 
coping with stress and effective use of time. 
Based on these findings, Hypothesis Two was rejected. Sig-
nificant differences existed between the ratings of the individual 
competencies within the Understanding Yourself and Others competency 
group. 
The supporting data for this test are found in Table 8. The 
competencies in the Understanding Yourself and Others group are shown 
in rank order by means, with standard deviations, and the questionnaire 
number. 
As indicated in Table 8, the graduates rated number 8 (How 
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TABLE 8 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE UNDERSTANDING 
YOURSELF AND OTHERS GROUP OF COMPETENCIES 
HOW iMPORTANT is iT TO BE ABLE TO ••• 
B. assume responsibility? 
4. display a positive attitude toward people? 
16. make decisions on the job? 
7. cope with stress? 
9. organize and use time effectively? 
15. learn through mistakes? 
14. accept constructive criticism? 
18. establish an effective relationship with fellow workers? 
5. improve your sel f-concept7 
19. establish an effective relationship with supervisors? 
HOW iMPORTANT is iT TO UNDERSTAND ••• 
3. that the stronger a person feels about an issue, the 
more likely they will do something about it? 
HOW iMPORTANT is iT TO BE ABLE TO ••• 
11. plan strategies to reach personal goals? 
6. work as a member of a team? 
HOW iMPORTANT is iT TO KNOW ••• 
21. the importance of good relations with the public? 
HOW iMPORTANT is iT TO 8E ABLE TO ..• 
10. plan strategies to reach the business's goals? 
12. accept yourself as you are? 
17. provide leadership in the place where you work? 
13. accept others as they are? 
HOW iMPORTANT is iT TO KNOW ••• 
22. that we need to be accepted by some of the people 
we work with? 
20. that the effectiveness of a social system can be 
improved by using all of an individual's talents? 
Means 
3.653 
3.633 
3.622 
3.592 
3.582 
3.459 
3.398 
3.378 
3.367 
3.357 
3.337 
3.286 
3.255 
3.224 
3.214 
3.214 
3.184 
3.122 
3.051 
2.816 
Standard 
Deviations 
.539 
.525 
.528 
.553 
.555 
.629 
.654 
.618 
.616 
.662 
.641 
.674 
.737 
.697 
.677 
.707 
.723 
.707 
.709 
.723 
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is it to be able to assume responsibility?) as the most 
competency and number 20 (How important is it to know that 
effectiveness of a social system can be improved by using. all of 
individual's talents?) as the least important competency. The five 
~_~.~a.r"ncies that were unique in the Tukey test, numbers 8, 4, 16, 7, 
9, were rated above the 3.5 level of importance. These compe-
also had the lowest standard deviations, indicating the 
s were in closer agreement on the rating of these competencies. 
these competencies, numbers 8, 16, 7, and 9, were intrapersonal 
skills and one, number 4, was an interpersonal skill. 
Significant Differences within the Motivation Competency 
Group: Hypothesis Three 
The purpose of Hypothesis Three was to provide a basis to 
determine if there were significant differences between the rating of 
the individual competencies within the Motivation competency group. 
This hypothesis was tested using the Analysis of Variance and Co-
variance with Repeated Measures program (BMDP2V) to test for statis-
tical significance. The test resulted in a Huynh-Feldt probability 
of 0.000 and a Huynh-Feldt Epsilon factor of 0.7718. A probability 
of 0.000 indicated the data were statistically significant and an 
Epsilon factor of 0.7718 indicated the assumption of non-correlation 
was true. A Tukey test was conducted to discover which combinations 
of competencies within the Motivation competency group were sig-
nificantly different. The results of this test are shown in Table 
9. A key to the competency numbers is available in Table 10. 
TABLE 9 
TU,El TEST fOR THE MOTIVATION QUESTIONNAIRE 
Mean Compo 5 2 14 16 12 11 4 8 6 
17 13 3 10 18 9 15 20 
2.594 5 .010 .031 .125 .177 .198 .229 .281 .302 ~75* .594* 
.604* .635* .781* .812* 
2.604 2 .021 .115 .156 .188 .219 .271 .292 .334* .365* 
.584* .594* .625· .771* .802* 
2.625 14 .094 .146 .167 .19B . 250 .271 .. 4- .. 
.563* .573* .604* .750* .781* 
2.719 7 .052 .073 .104 .156 .177 .219 .250 
.469* .479* .510* .656* .687* 
2.771 16 .021 .052 .104 .125 .167 .198 
.417* .427* .458* .604* .635* 
2.792 12 .031 .083 .104 .146 .177 
.396* .406· .507* .583* .614* 
2.823 11 .052 .073 .115 .146 
.365* .375* .406* .552* .583* 
2.875 4 .021 .063 .094 
0313* .323* .354* .500* .531* 
2.B96 8 .042 .073 
.292 .302 3 O· .479* .510" 
2.938 6 .031 
.250 .260 .291 .437* .46B* 
.219 .229 .260 .406* .437* 
2.969 17 
.157 .167 .198 .344* 375* 
3.031 13 
.084 .094 .125 .271 .302 
3.104 3 
.010 .041 .187 .218 
3.188 10 
.031 .177 .208 
3.198 18 .146 .177 
3.229 9 .031 
3.375 15 
3.406 20 
3.417 1 
3.698 19 
*Signihcilotly Different (dT " .306} 
NOTE: The Tukey test compares all possible combinations of means and calculates the least significant difference. The table presents 
the differences between the combinations of means and identifies the oneS that are greater than the least significant differ-
ence. The combinations of means above and to the right of the line are significantly different. For example. the first 
significant difference is .344. This means competency 6 is significantly higher than competency 5. 
19 
.823* 1.104· 
811" 1.094* 
.792* 1.073* 
.698* .979* 
.646* .927* 
.625* .906* 
.594* .875* 
,542* .823* 
.521· .802* 
.479* .760" 
.448* .729* 
.386* .667* 
.313* .594* 
.229 .510* 
.219 .500* 
.188 .469* 
.042 .323* 
.011 .292 
.281 
..,. 
..,. 
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As indicated in Table 9, the rating of the graduates resulted 
95 combinations of competencies (50%) being significantly differ-
Several of these combinations are of particular interest. 
19 (How important is it to be able to motivate yourself?) was 
significantly higher than all other competencies except two, 
1 (How important is it to understand the effect of a positive 
attitude on a person's motivation?) and number 20 (How important is it 
to be able to motivate employees?). It is also worth noting the nine 
lowest-rated competencies, numbers 8, 4, 11, 12, 16, 7, 14, 2, and 5 
were not significantly different from one another. 
Based on these results Hypothesis Three was rejected. Sig-
nificant differences existed between the ratings of the individual 
competencies within the Motivation competency group. 
The test of this hypothesis was based on the supporting data 
found in Table 10. The individual competencies within the Motivation 
group, displayed in rank order by means, with standard deviations and 
questionnaire number are shown in Table 10. 
As indicated in Table 10, the graduates rated number 19 
(How important is it to be able to motivate yourself?) as the most 
important competency and number 5 (How important is it to understand 
the influence of physical needs on motivation?) as the least important 
competency. The standard deviation of competency 19 (.484) indicates 
the graduates were in closer agreement on the rating of this compe-
tency. Number 19 was the only competency rated above the 3.5 level 
of importance and it was an intrapersona1 skill. 
TABLE 10 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE 
MOTIVATION GROUP OF COMPETENCIES 
HOW IMPORTANT IS IT TO BE ABLE TO ••. 
19. motivate yourself? 
HOW IMPORTANT IS IT TO UNDERSTAND •.• 
1. the effect of a positive attitude on a person's 
motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••. 
20. motivate employees? 
15. use motivational techniques? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
9. the effect of negative attitude on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
1a. improve the motivation of fellow workers? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
10. the results of insufficient motivation? 
3. the influence of personal expectations on a 
person's motivation? 
13. the influence of stress on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
17. work at the optimum level of motivation for the 
complexity of the task? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
6. the influence of emotional needs on motivation? 
8. the influence of emotional needs on motivation? 
4. the influence of desires on motivation? 
11. the influence of long-term needs on motivation? 
12. the influence of habits on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
16. operate at a moderate level of motivation when 
engaged in experimental activities? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
7. the results of excessive motivation? 
14. the influence of instincts on motivation? 
2. the influence of societal expectations on a 
person's motivation? 
5. the influence of physical needs on motivation? 
Means 
3.698 
3.417 
3.406 
3.375 
3.229 
3.198 
3.188 
3.104 
3.031 
2.969 
2.937 
2.896 
2.875 
2.B23 
2.792 
2.771 
2.719 
2.625 
2.604 
2.594 
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Standard 
Deviations 
.484 
.627 
.674 
.700 
.774 
.690 
.685 
.747 
.814 
.703 
.779 
.788 
.757 
.740 
.794 
.732 
.855 
.743 
.732 
.776 
Significant Differences within the Communication Competency 
- Group: Hypothesis Four 
The purpose of Hypothesis Four was to provide a basis to 
determine if there were significant differences between the ratings 
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of the individual competencies within the Communication competency 
group. This hypothesis was tested by using the Analysis of Variance 
and Covariance with Repeated Measures program (BMDP2V). The test 
resulted in a Huynh-Feldt probability of 0.000 and Huynh-Feldt Epsilon 
factor of 0.8353. A probability of 0.000 indicated the data were 
statistically significant and an Epsilon factor of 0.8353 indicated 
the assumption of non-correlation was true. The Tukey test was con-
ducted to determine which combinations of competencies were signifi-
cantly different. The results of this test are shown in Table 11. 
A key to the competency numbers is available in Table 12. 
As indicated in Table 11, the ratings of the graduates resulted 
in 101 combinations of competencies (56%) being significantly differ-
ent. Of special note are competency 18 (How important is it to be able 
to express your feelings indirectly?) and competency 20 (How important 
is it to know that some conflict in communication is desirable?). They 
were rated significantly lower than all other competencies except 
one. Also, eight of the competencies rated important, numbers 8, 
13, 6, 5, 12, 3, 16, and 17, were not significantly different from 
each other. There were three competencies at the high end of the 
scale that were noteworthy: numbers 11, 10, and 9. Number 11 (How 
important is it to be able to present information at the listener's 
level?) was rated significantly higher than all other competencies 
TABLE II 
TUKEY TEST FOR THE COMMUNICATION QUESTIONNAIRE 
Mean Camp. 16 20 17 16 3 12 5 6 13 8 19 14 2 15 4 7 11 
2.463 18 .084 LJ.?6* .421* .421* .495* .516'" .526* .600· .600* .674* .695* .716- .895- .958* 1.158-
2.547 20 .242L..nl.~_-,)37~dll~._~43?~~44?~_,--51Q* .516* .590* .fil1* .632- .811- .874* 1.074-
2.789 17 .095 .095 .169 .190 .200 .274 .274 .348- .369* .390* .569'* ,632- .832* 
2.8B4 16 .000 .074 .095 .105 .179 .179 .253 .274 .295 .474- .537''' . 737* 
2.684 3 .074 .095 .105 .179 . 179 .253 .274 .295 .474- .537* .737* 
2.958 12 .021 .031 . 105 .105 . 179 .200 .221 .400· .463- .663-
2.979 5 .010 .064 .084 .158 .179 .200 .379- .442- .642* 
2.989 6 .074 .074 .146 . 169 .190 369- .432- .632* 
3.063 13 .000 .074 .095 .116 .295 ,358- . 558-
3.063 8 .074 .095 .116 .295 .358- ,558-
3.137 19 .021 .042 .221 .284 .484" 
3.158 14 .021 .200 .263 .463"* 
3.179 2 .179 .242 .442-
3.221 15 .137 .200 .400· 
3.253 1 .105 .16B .368-
3.358 4 .063 .263 
3,421 7 .200 
3.621 11 
3.768 10 
3.779 9 
"Significantly Different (dT .306) 
NOTE: The TUKey test compo res all possible combinations of means and calculates the least significant difference. The table presents 
the differences between the combinations of means and identifies the ones that are greater than the least significant differ-
ence. The combinations of means above and to the right of the line are significantly different. For example. the first 
significant difference is .326. This means competency 17 is significantly higher than competency 18. 
10 9 
1.305* 1.316* 
1.221" 1.232-
.979- .990· 
.884* .895* 
.884- .895-
.810* .821-
.789* .800* 
.779- .790· 
.795* . 716-
.795- . 716* 
.631- .642-
.610· .621* 
.589- .600* 
.547- .558· 
.515- .526* 
.410· .421* 
.347* .358* 
.147 .158 
.011 
..,. 
CP 
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number 7 (How important is it to be able to ask intelligent 
questions?) and number 4 (How important is it to understand the 
effects of being an inattentive listener?). Number 10 (How i-mportant 
is it to be able to express yourself clearly and concisely?) was rated 
significantly higher than all other competencies except number 11 (How 
important is it to be able to present information at the listener's 
level?). Number 9 (How important is it to be able to communicate 
effectively with other people?) was rated significantly higher than 
all other competencies except number 10 (How important is it to be 
able to express yourself clearly and concisely?) and number 11 (How 
important is it to be able to present information at the listener's 
level?). 
Based on these results, Hypothesis Four was rejected. Signi-
ficant differences existed between the ratings of the individual 
competencies within the Communication group. 
The supporting data used to test this hypothesis are contained 
in Table 12. The competencies within the Communication group ranked 
by means, with standard deviations and questionnaire number are 
shown in Table 12. 
As indicated in Table 12, the graduates rated number 9 (How 
important is it to be able to communicate effectively with other 
people?) as the most important competency and number 18 (How 
important is it to be able to express your feelings indirectly?) as 
the least important competency. Three competencies, numbers 9, 10, 
and 11, were rated above the 3.5 level of importance. These three 
competencies were interpersonal skills. 
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TABLE 12 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE COMMUNICATION 
GROUP OF COMPETENCIES 
IMPORTANT IS IT TO BE ABLE TO ••• 
communicate effectively with other people? 
express yourself clearly and concisely? 
present information at the listenerts level? 
ask intelligent questions? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
4. the effects of being an inattentive listener? 
1. that communication between people involves both 
relationships and information? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
15. communicate in a non-threatening manner? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
2. that communication ;s an interaction between a 
speaker and a listener? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
14. start a conversation with people you do not know? 
HOW IMPORTANT IS IT TO KNOW ••• 
19. that anxiety can distort what a person says or hears? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
8. interpret non-verbal communications? 
13. develop non-judgmental habits of communication? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
G. the use of non-verbal communication? 
5. the results of a person expressing their feelings 
emotionally? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
12. detach yourself from feelings during a difficult 
conversation? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
3. that the language a person uses is related to their 
emotions? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
16. interpret non-verbal aggressive behavior? 
17. conduct social conversations? 
HOW IMPORTANT IS IT TO KNOW ••• 
20. that some conflict in communication is desirable? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
lB. express your feelings indirectly? 
Standard 
Means Deviations 
3.779 .442 
3.768 .448 
3.621 .530 
3.421 .738 
3.358 .683 
3.252 .729 
3.221 .717 
3.179 .799 
3.158 .719 
3.\37 .678 
3.063 .783 
3.063 .727 
2.989 .844 
2.979 .699 
2.958 .757 
2.884 .713 
2.884 .742 
2.789 .698 
2.547 .726 
2.463 .697 
Re 
The purpose of Hypothesis Five was to provide a basis to 
determine if significant differences existed between the ratings of 
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the individual competencies within the Conflict Resolution group. This 
hypothesis was tested by using the Analysis of Variance and Covariance 
with Repeated Measures program (BMDP2V) to test for statistical 
significance. The test resulted in a Huynh-Feldt probability of 0.000 
and a Huynh-Feldt Epsilon factor of 0.8843. A probability of 0.000 
indicated the data were statistically significant and an Epsilon 
factor of 0.8843 indicated the assumption of non-correlation was true. 
A Tukey test was conducted to determine which combinations of compe-
tencies were significantly different. The results of the Tukey test 
are shown in Table 13. A key to the competency numbers is available 
in Table 14. 
As indicated by Table 13, 100 combinations of competencies 
(55%) were significantly different. The uniformity of the line on 
Table 13 which separates the combinations of competencies that are 
significant from the combinations that are not significant indicates 
the ratings of the graduates were more uniform for this group than for 
the other three groups. Eight competencies, numbers 10, 19, 1, 12, 16, 
9, 11, and 18, at the high end of the means were not significantly 
different from each other. 
On the basis of these results, Hypothesis Five was rejected. 
Significant differences existed between the ratings of the individual 
competencies within the Conflict Resolution competency group. 
TABLE 13 
TUKEY TEST fOR THE CONfLICT RESOLUTION QUESTIONNAIRE 
Hed. Compo 5 6 14 20 2 3 8 4 17 13 15 10 19 12 16 9 
2.63 5 .02 .08 .13 .17 L]L~ __ .32* .37* .43* .50* .62* .69* .71* .77* .77* .79* .85* 
2.65 6 .06 .11 .15 .29 .~~* .48* .50* .67* .69* .75* .75* .77* .83* 
2.71 14 .05 .09 .23 .24 .29 .35* .42* .44* .61* .63* .69* .69* .71* .77* 
2.76 20 .04 .18 .19 .24 .30 .37* .39* .56* .58* .64* .64* .66* .72* 
2.80 2 .14 .15 .20 .26 .33* .35* .52* .54* .60* .60* .62* .68* 
2.94 7 .01 .06 .12 .19 .21 .38* .40* .46* .46* .48* .54* 
2.95 3 .05 .11 .18 .20 .37* .39* .45* .45* .47* .53* 
3.00 8 .06 .13 .15 .32* .34* .40* .40* .42* .48* 
3.06 4 .07 .09 .26 .28 .34* .34* .36* .42* 
3.13 17 .02 .19 .21 .27 .27 .29 .35* 
3.15 13 .17 .19 .25 .25 .27 .33* 
3.26 15 .06 .08 .14 .14 .16 .22 
3.32 10 .02 .08 .08 .10 .16 
3.34 19 .06 .06 .08 .14 
3.40 1 .00 .02 .08 
3.40 12 .02 .08 
3.42 16 .02 
3.48 9 
3.55 11 
3.55 18 
*Significantly Dlfferent (CiT .304) 
NOTE: The Tukey test compares all possible combinations of means and calculates the least significant difference. The table presents the 
differences between the combindtions of means and identities the ones that are greater than the least significant difference. 
The combinations of means above and to the right of the line are significantly different. For example. the first significant 
difference is .31. This means competency 7 is significantly higher than competency 5. 
11 18 
.92* .92* 
.90* .90* 
.84* .84* 
.78* .79* 
.74* .74* 
.61* .61 * 
.60* .60* 
.55* .55* 
.40* .49* 
.42* .42* 
.40* .40* 
.29-----:29 
.23 .23 
.21 .21 
.15 .15 
.15 .15 
.13 .13 
.07 .07 
.00 
en 
N 
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The supporting data used to test this hypothesis are contained 
Table 14. The competencies within the Conflict Resolution group 
by means, with standard deviations and the questionnaire number 
shown in Table 14. 
As indicated in Table 14, the graduates rated number 18 (How 
important is it to be able to accept constructive criticism?) as the 
most important competency and number 5 (How important is it to under-
stand the function of hate in conflict?) as the least important compe-
tency. Two competencies, numbers 18 and 11, were rated above the 
3.5 level of importance. Number 18 was an intrapersona1 skill and 
number 11 was an interpersonal skill. 
Significant Differences between Competencies Based on 
Job Category: Hypothesis Six 
The purpose of Hypothesis Six was to provide a basis to deter-
mine if significant differences existed between the rating of the 
individual competencies based on job category. The hypothesis was 
tested by determining the level of significance for the 80 individual 
competencies based on job category. The Analysis of Variance sub-
program ONEWAY (SPSS) was used for this analysis. The results of the 
ONEWAY test are shown in Table 15. The questionnaire number of the 
80 competencies and their level of significance are shown in Table 15. 
As indicated in Table 15, the mean scores of four competencies 
were statistically significant: U4 (How important is it to be able to 
display a positive attitude toward people?) of the Understanding 
Yourself and Others competency group; M16 {How important is it to be 
able to operate at a moderate level of motivation when engaged in 
TABLE 14 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE CONFLICT 
RESOLUTION GROUP OF COMPETENCIES 
Standard 
54 
Means Deviations 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
18. accept constructive criticism? 
11. objectively discuss differences of opinion? 
9. remain emotionally stable during a conflict? 
16. defuse an explosive conflict situation? 
12. prevent bitter feelings from developing during an 
argument? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
1, that it is usually better to discuss areas of 
conflict than leave them unspoken? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
19. maintain a non-combative attitude when faced with 
a conflict? 
10. compromise when attempting to resolve a conflict? 
15. prevent a conflict from escalating? 
13. keep an argument on the subject? 
17. recognize the behavior that will cause a conflict? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
4. the importance of emotional stability in conflict 
resolution? 
8. that a certain amount of conflict within a group 
is a normal state of affairs? 
3. that conflict can arise from the demands of multiple 
roles? 
7. the effect a conflict between other people can have 
on your performance? 
2. that conflict is often caused by a clash of wills? 
HOW IMPORTANT IS IT TO KNOW ••• 
20. that for most people conflict is an all-out, win 
or lose proposition? 
HOW IMPORTANT IS IT TO BE ABLE TO .•• 
14. use physical exercise as a technique for discharging 
pent-up hostilities? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
6. the funct on of a third party in conflict 
resolut on? 
5. the funct on of hate in confl ict? 
3.55 .667 
3.55 .687 
3.48 .716 
3.42 .708 
3.40 .812 
3.40 .796 
3.34 .708 
3.32 .817 
3.26 .643 
3.15 .649 
3.13 .592 
3.06 .667 
3.00 .869 
2.95 .868 
2.94 .691 
2.80 .622 
2.76 .611 
2.71 .642 
2.65 .670 
2.63 .806 
Compo 
U3 
U4 
U5 
U6 
U7 
U8 
U9 
U10 
Ull 
U12 
U13 
U14 
U15 
U16 
U17 
U18 
U19 
U20 
U21 
U22 
55 
TABLE 15 
F PROBABILITIES OF THE MEANS OF THE INDIVIDUAL COMPETENCIES 
FOR THE SEVEN JOB CATEGORIES 
F Prob. Compo F Prob. Compo F Prob. Compo F Prob. 
.1877 M1 .7726 C1 .5634 COl .8998 
.0073* M2 .8297 C2 .7326 CO2 .8974 
.5697 M3 .7415 C3 .7926 C03 .4857 
.0815 M4 .2392 C4 .4471 C04 .4135 
.9871 M4 .7555 C5 .6508 C05 .1239 
.3842 M6 .4641 C6 .7096 C06 .0719 
.7615 M7 .2284 C7 .1088 C07 .8539 
.8705 M8 .7032 C8 .1005 C08 .8697 
.7874 M9 .9381 C9 .7895 C09 .8623 
.8482 M10 .7986 C10 .0944 COlO .3357 
.6805 Mll .9749 Cll .0296* COll .1968 
.6073 M12 .8671 C12 .8574 C012 .6276 
.8934 M13 .4327 C13 .9761 C013 .6400 
.6084 M14 .9680 C14 .0211 * C014 .6072 
.3007 M15 .9075 C15 .8662 C015 .9690 
.7560 M16 .0090* C16 .8394 C016 .8507 
.8529 M17 .9094 C17 .4761 C017 .8956 
.9876 M18 .3301 C18 .7044 C018 .3494 
.2324 M19 .9142 C19 .1688 C019 .7210 
.8184 M20 .5040 C20 .3348 C029 .8542 
*Statistica11y significant at the .05 level 
experimental activities?) of the Motivation competency group; C11 
(How important is it to be able to objectively discuss differences of 
opinion?) of the Communication competency group; and C14 (How impor-
tant is it to be able to start a conversation with someone you do not 
know?) of the Communi cat i on competency group. 
Evidence of statistical significance does not indicate the 
job categories that were statistically different. A Tukey test was 
conducted for each of the statistically significant mean scores to 
discover which job categories were significantly different. Al-
though the analysis of variance conducted by the ONEWAY program 
indicated four mean scores were statistically significant, the Tukey 
56 
tests indicated significant ~ifferences existed only for two: numbers 
U4 and M16. The failure of the Tukey test to discover statistical 
differences in the mean scores of C11 and C14 was apparently due to 
the conservative nature of the Tukey test or the error term in the 
tests for statistical significance (alpha = 0.05). 
The results of the Tukey tests for competencies U4 and M16 
are shown in Tables 16 and 17. These tables indicate the job cate-
gories that were statistically different for the mean scores of these 
two competencies. 
TABLE 16 
SIGNIFICANT DIFFERENCES BETWEEN THE MEANS OF COMPETENCY U4 
BASED ON THE RECODED JOB CATEGORIES 
Job 
Mean Category 4 573 2 
3.3636 4 
3.3929 5 
3.4444 7 
3.7000 3 
3.7857 2 
3.8667 1 
3.9231 6 * 
*Significant at the 0.05 level 
Category 1 = Ag Machinery Sales and Service--Consu1ting 
Category 2 = Extension or Teaching--Ag Research 
Category 3 = Ag Machinery Production and Testing--Ag Construction 
Category 4 = Other Agribusiness 
Category 5 = Farmer or Rancher 
Category 6 = Non-agricultural 
Category 7 = Farm or Ranch Manager 
6 
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As indicated in Table 16, the graduates working in Category 6, 
~on-agricu1tura1, rated competency U4 (How important is it to be able 
to display a positive attitude toward people?) significant1j more 
important than Category 5, Farmer or Rancher. 
Mean 
2.1818 
2.4167 
2.5000 
2.7500 
2.8667 
3.0007 
3.1000 
TABLE 17 
SIGNIFICANT DIFFERENCES BETWEEN THE MEANS OF COMPETENCY 
M16 BASED ON THE RECODED JOB CATEGORIES 
Job 
Category 4 
* 
* 
6 2 7 
*Significant at the 0.05 level 
Category 1 = Ag Machinery Sales and Service--Consu1ting 
2 = Extension or Teaching--Ag Research 
5 
Category 
Category 3 = Ag Machinery Production and Testing--Ag Construction 
Ca tegory 4 = Other Agribusiness 
Category 5 = Farmer or Rancher 
Category 6 = Non-agricultural 
Category 7 = Farm or Ranch Manager 
As indicated in Table 17, the graduates working in Category 
5, Farmer or Rancher, and the graduates working in Category 3, ~ 
Machinery Production and Testing--Ag Construction, rated competency 
M16 (How important is it to be able to operate at a moderate level 
3 
of motivation when engaged in experimental activities?) significantly 
more important than the graduates working in Category 4, Other 
58 
Aqribusiness. 
-
Based on these results, Hypothesis Six was rejected. Signi-
ficant differences existed for mean scores of two competencies based 
on job category. 
The data used to support the test of this hypothesis are con-
tained in Tables 18 through 45. Tables 18 through 45 show the indivi-
dual competencies within each competency group ranked by mean scores, 
with standard deviations, for the seven job categories. 
The first competency group presented is Understanding Yourself 
and Others. The data of this competency group for the seven job 
categories are found in Tables 18 through 24. 
In Table 18, the ranked means and standard deviations of the 
individual competencies within the Understanding Yourself and Others 
competency group for the Ag Machinery Sales and Service--Consulting 
job category are shown. 
As indicated in Table 18, the graduates working in the ~ 
Machinery Sales and Service--Consulting job category rated number 
4 (How important is it to be able to display a positive attitude toward 
people?) as the most important competency, and number 20 (How important 
is it to know that the effectiveness of a social system can be 
improved by using all of an individual's talents?) as the least 
important competency. Eight of the competencies were rated at the 3.5 
level of importance or higher: numbers 4, 8, 16, 7, 18, 5, 19, and 21. 
Four of these competencies were intrapersonal skills: numbers 4, 18, 
19, and 21. The remaining four competencies, numbers 8, 16, 7, and 5, 
were interpersonal skills. 
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TABLE 18 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE UNDERSTANDING YOURSELF 
AND OTHERS GROUP FOR THE AG MACHINERY SALES AND SERVICE-
CONSULTING JOB CATEGORY 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
4. display a positive attitude toward people? 
8. assume responsibility? 
16. make decisions on the job? 
7. cope with stress? 
18. establish an effective relationship with fellow 
workers? 
5. improve your sel f-concept? 
19. establish an effective relationship with supervisors? 
HOW IMPORTANT IS IT TO KNOW ••• 
21. the importance of good relations with the public? 
HOW IMPORTANT IS IT TO BE ABLE TO .•• 
9. organize and use time effectively? 
15. learn through mistakes? 
11. plan strategies to reach personal goals? 
HOW IMPORTANT IS IT TO UNDERSTAND •.• 
3. that the stronger a person feels about an issue, the 
more likely they will do something about it? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
14. accept constructive criticism? 
17. provide leadership in the place where you work? 
12. accept yourself as you are? 
HOW IMPORTANT IS IT TO KNOW •.• 
22. that we need to be accepted by some of the people 
we work with? 
HOW IMPORTANT IS IT TO BE ABLE TO •.• 
6. work as a member of a team? 
10. plan strategies to reach the business's goals? 
13. accept others as they are? 
HOW IMPORTANT IS IT TO KNOW .•• 
20. that the effectiveness of a social system can be 
improved by using all of an individual's talents? 
Standard 
Means Deviations 
3.867 .352 
3.733 .594 
3.667 .488 
3.600 .507 
3.600 .507 
3.533 .640 
3.533 .640 
3.533 .516 
3.400 .507 
3.400 .737 
3.333 .724 
3.286 .611 
3.267 .799 
3.200 .561 
3.133 .743 
3.133 .640 
3.000 .756 
3.000 .845 
3.000 .845 
2.733 .884 
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The Ag Machi nery Sales and Servi ce--Consulti ng job category 
respondents agreed with two other categories of respondents, Extension 
or Teaching--Ag Research and Non-agricultural, on rating number 4 
as the most important competency. They agreed with all other job 
categories except Ag Machinery Production and Testing--Ag Construction 
on the rating of number 20 as the least important competency. 
The ranked means and standard deviations of the individual 
competencies within the Understanding Yourself and Others competency 
group for the Extension or Teaching--Ag Research job category are 
contained in Table 19. 
As indicated by Table 19, the graduates working in the Exten-
sion or Teaching--Ag Research job category rated number 4 (How im-
portant is it to be able to display a positive attitude toward people?) 
as the most important competency and number 20 (How important is it 
to know that the effectiveness of a social system can be improved by 
using all of an individual's talents?) as the least important 
competency. Ten competencies were rated at or above the 3.5 level 
of importance: numbers 4, 9, 16, 7, 15, 14, 3, 6, 8, and 19. Three 
of these were intrapersona1 skills: numbers 4, 6, and 19. The 
remaining seven were interpersonal skills: numbers 9, 16, 7, 15, 14, 
3, and 8. The rating of number 4 as the most important competency 
agreed with two other job categories, Ag Machinery Sales and Service--
Consulting and Non-agricultural. The rating of number 20 as the least 
important competency agreed with all other job categories except ~ 
Machinery Production and Testing--Ag Construction. 
TABLE 19 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE UNDERSTANDING 
YOURSELF AND OTHERS GROUP FOR THE EXTENSION OR TEACHING--
AG RESEARCH JOB CATEGORY 
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Means 
Standard 
Deviations 
HOW IMPORTANT IS IT TO BE ABLE TO ••. 
4. display a positive attitude toward people? 
9. organize and use time effectively? 
16. make decisions on the job? 
7. cope with stress? 
15. learn through mistakes? 
14. accept constructive criticism? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
3. that the stronger a person feels about an issue, 
the more likely they will do something about it? 
HOW IMPORTANT IS IT TO BE ABLE TO •.• 
6. work as a member of a team? 
8. assume responsibility? 
19. establish an effective relationship with supervisors? 
5. improve your self-concept? 
11. plan strategies to reach personal goals? 
18. establish an effective relationship with 
fellow workers? 
10. plan strategies to reach the business's goals? 
13. accept others as they are? 
12. accept yourself as you are? 
17. provide leadership in the place where you work? 
HOW IMPORTANT IS IT TO KNOW ••• 
21. the importance of good relations with the public? 
22. that we need to be accepted by some of the people 
we work with? 
20. that the effectiveness of a social system can be 
improved by using all of an individuals talents? 
3.786 
3.714 
3.714 
3.643 
3.643 
3.571 
3.500 
3.500 
3.500 
3.500 
3.429 
3.427 
3.357 
3.286 
3.286 
3.214 
3.143 
3.143 
3.133 
2.846 
.426 
.469 
.469 
.633 
.497 
.514 
.650 
.519 
.519 
.519 
.514 
.514 
.633 
.611 
.469 
.426 
.770 
.663 
.730 
.555 
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The ranked means and the standard deviations of the individual 
competencies within the Understanding Yourself and Others competency 
group for the Ag Machinery Production and Testing--Ag Constr~ction 
job category are contained in Table 20. 
As indicated in Table 20, the graduates working in the ~ 
Machinery Production and Testing--Ag Construction job category rated 
number 8 (How important is it to be able to assume responsibility?) 
as the most important competency and number 22 (How important is it to 
know that we need to be accepted by some of the people we work with?) 
as the least important competency. Eleven of the competencies were 
rated at or above the 3.5 level of importance: numbers 8, 4, 14, 5, 
9, 16, 17, 21, 7, 15, and 18. Four of these were interpersonal skills: 
numbers 4, 17, 21, and 18. Seven were intrapersona1 skills: numbers 
8, 14, 5, 9, 16, 7, and 15. 
Farm or Ranch Manager was the only other job category to rate 
number 8 as the most important competency. The Ag Machinery Production 
and Testing--Ag Construction category was unique in rating number 22 
as the least important competency. 
The ranked means and standard deviations of the individual 
competencies within the Understanding Yourself and Others competency 
group for the Farmer or Rancher job category are shown in Table 21. 
As indicated in Table 21, graduates working in the Farmer or 
Rancher job category rated three competencies as most important: 
number 7 (How important is it to be able to cope with stress?), 
number 8 (How important is it to be able to assume responsibility?) 
and number 9 (How important is it to be able to organize and use time 
TABLE 20 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE UNDERSTANDING 
YOURSELF AND OTHERS GROUP FOR THE AG MACHINERY PRODUCTION 
AND TESTING--AG CONSTRUCTION JOB CATEGORY 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
8. assume responsibility? 
4. display a positive attitude toward people? 
14. accept constructive criticism? 
5. improve your self-concept 
9. organize and use time effectively? 
16. make decisions on the job? 
17. provide leadership in the place where you work? 
HOW IMPORTANT IS IT TO KNOW .•• 
21. the importance of good relations with the public? 
HOW IMOPRTANT IS IT TO BE ABLE TO ••• 
7. cope with stress? 
15. learn through mistakes? 
18. establish an effective relationship with 
fellow workers? 
6. work as a member of a team? 
11. plan strategies to reach personal goals? 
HOW IMPORTANT IS IT TO UNDERSTAND ••. 
3. that the stronger a person feels about an issue, 
the more likely they will do something about it? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
12. accept yourself as you are? 
19. establish an effective relationship with supervisors? 
10. plan strategies to reach the business's goals? 
13. accept others as they are? 
HOW IMPORTANT IS IT TO KNOW ••• 
20. that the effectiveness of a social system can be 
improved by using all of an individua1~ 
talents? 
22. that we need to be accepted by some of the people 
we work with? 
Means 
3.900 
3.700 
3.700 
3.600 
3.600 
3.600 
3.600 
3.600 
3.500 
3.500 
3.500 
3."00 
3."00 
3.300 
3.300 
3.300 
3.200 
3.100 
3.000 
2.700 
Standa rd 
Deviations 
.316 
."83 
.675 
.516 
.516 
.699 
.516 
.516 
.527 
.707 
.527 
.699 
.516 
.675 
.675 
.675 
.789 
.738 
.667 
.823 
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TABLE 21 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE UNDERSTANDING 
YOURSELF AND OTHERS GROUP FOR THE FARMER OR RANCHER 
JOB CATEGORY 
HOW IMPORTANT IS IT TO BE ABLE TO .•• 
7. cope with stress? 
8. assume responsibility? 
9. organize and use time effectively? 
16. make decisions on the job? 
4. display a positive attitude toward people? 
15. learn through mistakes? 
14. accept constructive criticism? 
1a. establish an effective relationship with 
fellow workers? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
3. that the stronger a person feels about an issue, 
the more likely they will do something about it? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
5. improve your self~concept? 
10. plan strategies to reach the business's goals? 
19. establish an effective relationship with supervisors? 
11. plan strategies to reach personal goals? 
6. work as a member of a team? 
12. accept yourself as you are? 
HOW IMPORTANT IS IT TO KNOW •.• 
22. that we need to be accepted by some of the 
people we work with? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
13. accept others as they are? 
HOW IMPORTANT IS IT TO KNOW ••• 
21. the importance of good relations with the public? 
HOW IMPORTANT IS IT TO BE ABLE TO ••. 
17. provide leadership in the place where you work? 
HOW IMPORTANT IS IT TO KNOW ••• 
20. that the effectiveness of a social system can be 
improved by using all of an individual's 
talents? 
Means 
3.536 
3.536 
3.526 
3.464 
3.393 
3.357 
3.321 
3.321 
3.286 
3.286 
3.286 
3.286 
3.214 
3.179 
3.143 
3.107 
3.071 
3.071 
2.964 
2.786 
Standard 
Deviations 
.637 
.637 
.693 
.576 
,629 
.679 
.612 
.612 
.659 
.659 
.600 
.713 
.738 
.905 
.756 
.629 
.716 
.766 
.693 
.686 
effectively? The Farmer or Rancher job category rated number 20 (How 
important is it to know that the effectiveness of a social system can 
be improved by using all of an individual's talents?) as the least· 
important competency. Three of the competencies were rated at or 
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above the 3.5 level of importance: numbers 7, 8, and 9. All three were 
intrapersonal skills. 
The job category was unique in including number 7 in the 
ratings as one of the most important competencies, but agreed with 
other job categories in rating numbers 8 and 9 as most important. 
Two job categories, Ag Machinery Production and Testing--Ag Construc-
tion and Farm or Ranch Manager also rated number 8 as the most 
important competency, and one category Other Agribusiness rated number 
9 as the most important competency. The rating by the Farmer or 
Rancher category of number 20 as the least important competency agrees 
with all other job categories except Ag Machinery Production and 
Testing--Ag Construction. 
The ranked means and standard deviations of the individual 
competencies within the Understanding Yourself and Others competency 
group for the Farm or Ranch Manager job category are shown in Table 
22. 
As indicated in Table 22, graduates working in the Farm or 
Ranch Manager job category rated number 8 (How important is it to be 
able to assume responsibility?) as the most important competency and 
number 20 (How important is it to know that the effectiveness of a 
social system can be improved by using all of an individual's talents?) 
as the least important competency. Five of the competencies were rated 
TABLE 22 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE UNDER-
STANDING YOURSELF AND OTHERS GROUP FOR THE FARM OR 
RANCH MANAGER JOB CATEGORY 
Means 
Standard 
Deviations 
HOW iMPORTANT is iT TO BE ABLE TO .•• 
8. assume responsibility? 
HOW iMPORTANT is iT TO UNOERSTAND ••• 
3. that the stronger a person feels about an issue, 
the more likely they wi', do something about it? 
HOW iMPORTANT is IT TO BE ABLE TO ••• 
7. cope with stress? 
16. make decisions on the job? 
9. organize and use time effectively? 
4. display a positive attitude toward people? 
12. accept yourself as you are? 
14. accept constructive criticism? 
]5. learn through mistakes? 
10. plan strategies to reach the business's goals? 
11. plan strategies to reach personal goals? 
18. establish an effective relationship with 
fellow workers? 
19. establish an effective relationship with supervisors? 
HOW iMPORTANT IS iT TO KNOW ••• 
21. the importance of good relations with the public? 
HOW IMPORTANT IS IT TO BE ABLE TO .•. 
5. improve your self-concept? 
13. accept others as they are? 
17. provide leadership in the place where you work? 
HOW IMPORTANT IS iT TO KNOW ..• 
22. that we need to be accepted by some of the 
people we work with? 
HOW iMPORTANT IS IT TO BE ABLE TO ••• 
6. work as a member of a team? 
HOW IMPORTANT IS IT TO KNOW ••. 
20. that the effectiveness of a social system can be 
improved by using all of an individual's 
talents? 
3.778 .441 
3.667 .500 
3.667 .500 
3.667 .500 
3.556 .527 
3.444 .527 
3.444 .527 
3.444 .527 
3.444 .527 
3.333 .500 
3.333 .866 
3.222 .667 
3.222 .667 
3.222 .441 
3.111 .333 
3.111 .782 
3.111 .782 
3.111 .601 
2.889 .601 
2.778 .667 
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at or above the 3.5 level of importance: numbers 8, 3, 7, 16, and 9. 
Four of these were intrapersonal skills: numbers 8, 7, 16, and 9. 
Number 3 was an interpersonal skill. 
The rating of number 8 as the most important competency agreed 
with the ratings of the Ag Machinery Production and Testing--Ag Con-
struction job category and the Farmer or Rancher job category. The 
rating of number 20 as the least important competency agreed with the 
ratings of all other categories except Ag Machinery Production and 
Testing--Ag Construction. 
The ranked means and standard deviations of the individual 
competencies within the Understanding Yourself and Others competency 
group for the Other Agribusiness job category are contained in Table 
23. 
As indicated in Table 23, graduates working in the Other 
Agribusiness job category rated number 9 (How important is it to be 
able to organize and use time effectively?) as the most important 
competency and number 20 (How important is it to know that the effective-
ness of a social system can be improved by using all of an individual's 
talents?) as the least important competency. Four competencies were 
rated at or above the 3.5 level of importance: numbers 9, 16, 7, and 
8. All four of these competencies were intrapersonal skills. 
The Other Agribusiness job category agreed with the Farmer 
or Rancher category on the rating of number 9 as the most important 
competency and with all other categories except Ag Machinery Production 
and Testing--Ag Construction on the rating of number 20 as the least 
important competency. 
TABLE 23 
RANKED ~ AND THE STANDARD DEVIATIONS OF THE UNDER-
STANDING YOURSELF AND OTHERS GROUP FOR THE OTHER 
AGRIBUSINESS JOB CATEGORY 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
9. organize and use time effectively? 
16. make decisions on the job? 
7. cope with stress? 
8. assume responsibility? 
15. learn through mistakes? 
4. display a positive attitude toward people? 
5. improve your sel f-concept? 
14. accept constructive criticism? 
17. provide leadership in the place where you work? 
18. establish an effective relationship with 
fellow workers? 
19. establish an effective relationship with supervisors? 
6. work as a member of a team? 
HOW IMPORTANT IS IT TO KNOW ••. 
21. the importance of good relations with the public? 
HOW IMPORTANT IS IT TO BE ABLE TO ••. 
10. plan strategies to reach the business's goals? 
11. plan strategies to reach personal goals? 
12. accept yourself as you are? 
HOW IMPORTANT IS IT TO KNOW ••• 
22. that we need to be accepted by some of the 
people we work with? 
HOW INPORTANT IS IT TO UNDERSTAND ••• 
3. that the stronger a person feels about an issue, 
the more likely they will do something about it? 
HOW IMPORTANT IS IT TO BE ABLE TO .•. 
13. accept others as they are? 
HOW IMPORTANT IS IT TO KNOW ..• 
20. that the effectiveness of a social system can be 
improved by using all of an individual's 
talents? 
Means 
3.727 
3.727 
3.636 
3.546 
3.455 
3.364 
3.273 
3.273 
3.273 
3.273 
3.273 
3.182 
3.182 
3.091 
3.000 
3.000 
3.000 
2.900 
2.909 
2.812 
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Standard 
Deviations 
.467 
.467 
.505 
.522 
.688 
.674 
.786 
.647 
.786 
.647 
.467 
.603 
.603 
.831 
.775 
.775 
.775 
.316 
.831 
.603 
The ranked means and standard deviations of the individual 
competencies within the Understanding Yourself and Others competency 
for the Non-agricultural job category are shown in Table 24: 
As indicated by Table 24, graduates working in the Non-
agricultural job category rated number 4 (How important is it to be 
display a positive attitude toward people?) as the most im-
portant competency and number 20 (How important is it to know that 
the effectiveness of a social system can be improved by using all of 
an individual's talents?) as the least important competency. Seven 
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of the competencies were rated at or above the 3.5 level of importance: 
numbers 4, 8, 16, 6, 9, 7, and 15. Five of these were intrapersonal 
skills: numbers 8, 16, 9, 7, and 15. Two were interpersonal skills: 
numbers 4 and 6. 
The Non-agricultural job category agreed with the Ag Machinery 
Sales and Service--Consulting and the Extension or Teaching--Ag Re-
search categories on the rating of number 4 as the most important 
competency and they agreed with all other job categories except 
Ag Machinery Production and Testing--Ag Construction on the rating of 
number 20 as the least important competency. 
The second competency group presented is Motivation. The 
ranked means and standard deviations of the individual competencies 
within the Motivation competency group for the seven job categories 
are found in Tables 25 through 31. 
The ranked means and standard deviations of the individual 
competencies within the Motivation competency group for the ~ 
Machinery Sales and Service--Consulting job category are shown in Table 25. 
TABLE 24 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE UNDER-
STANDING YOURSELF AND OTHERS GROUP FOR THE NON-
AGRICULTURAL JOB CATEGORY 
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Means 
Standard 
Deviations 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
4. display a positive attitude toward people? 
8. assume responsibility? 
16. make decisions on the job? 
6. work as a member of a team? 
9. organize and use time effectively? 
7. cope with stress? 
15. learn through mistakes? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
3. that the stronger a person feels about an issue, 
the more likely they will do something about it? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
13. accept others as they are? 
14. accept constructive criticism? 
17. provide leadership in the place where you work? 
18. establish an effective relationship with 
fellow workers? 
19. establish an effective relationship with supervisors? 
5. improve your self-concept? 
". plan strategies to reach personal goals? 
12. accept yourself as you are? 
10. plan strategies to reach the business's goals? 
HOW IMPORTANT IS IT TO KNOW ••. 
21. the importance of good relations with the public? 
22. that we need to be accepted by some of the people 
we work with? 
20. that the effectivneess of a social system can be 
improved by using all of an individual's 
talents? 
3.923 
3.769 
3.769 
3.692 
3.614 
3.539 
3.539 
3.462 
3.385 
3.385 
3.385 
3.385 
3.385 
3.308 
3.308 
3.308 
3.231 
3.077 
3.000 
2.769 
.277 
.439 
.439 
.480 
.506 
.519 
.519 
.776 
.650 
.768 
.870 
.768 
.870 
.751 
.630 
.947 
.725 
.954 
.913 
1.012 
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TABLE 25 
RANKED MEANS AND STANDARD DEVIATIONS OF THE MOTIVATION GROUP 
FOR THE AG MACHINERY SALES AND SERVICE--CONSULTING JOB CATEGORY 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
19. motivate yourself? 
15. use motivational techniques? 
20. motivate employees? 
HOW IMPORTANT IS IT TO UNDERSTAND .•• 
1. the effect of a positive attitude on a person's 
motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
18. improve the motivation of fellow workers? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
10. the results of insufficient motivation? 
4. the influence of desires on motivation? 
3. the influence of personal expectations on a 
person's motivation? 
9. the effect of negative attitude on motivation? 
6. the influence of emotional needs on motivation? 
8. the influence of emotional needs on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
17. work at the optimum level of motivation for the 
complexity of the task? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
13. the influence of stress on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
16. operate at a moderate level of motivation when 
engaged in experimental activities? 
HOW IMPORTANT IS IT TO UNDERSTAND ••. 
7. the results of excessive motivation? 
11. the influence of long-term needs on motivation? 
12. the influence of habits on motivation? 
2. the influence of societal expectations on a 
person's motivation? 
14. the influence of instincts on motivation? 
5. the influence of physical needs on motivation? 
Means 
3.667 
3.600 
3.600 
3.400 
3.400 
3.267 
3.200 
3.133 
3.133 
3.067 
3.067 
3.067 
2.867 
2.867 
2.800 
2.800 
2.800 
2.733 
2.600 
2.533 
Standard 
Deviations 
.488 
.507 
.633 
.633 
.737 
.594 
.676 
.834 
.916 
.704 
.704 
.704 
.743 
.640 
).014 
.775 
.775 
.704 
.633 
.640 
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As indicated in Table 25, graduates working in the Ag Machinery 
Sales and Service--Consu1ting job category rated number 19 (How 
important is it to be able to motivate yourself?) as the most-important 
competency and number 5 (How important is it to understand the influ-
ence of physical needs on motivation?) as the least important compe-
tency. Three competencies were rated at or above the 3.5 level of 
importance: numbers 19, 15, and 20. Number 19 was an intrapersona1 
skill and numbers 15 and 20 were interpersonal skills. 
The rating of number 19 as the most important competency agreed 
with the ratings of all other job categories, but the rating of number 
5 as the least important competency agreed only with the rating of the 
Non-agricultural job category. 
The ranked means with standard deviations of the individual 
competencies within the Motivation competency group for the Extension 
or Teaching--Ag Research job category are shown in Table 26. 
As indicated in Table 26, graduates working in the Extension 
or Teaching--Ag Research job category rated number 19 (How important 
is it to be able to motivate yourself?) as the most important compe-
tency and number 7 (How important is it to understand the results 
of excessive motivation?) as the least important competency. Number 
19 was the only competency rated at or above the 3.5 level and it was 
an intrapersona1 skill. 
The rating of number 19 as the most important competency agreed 
with all other job categories, but the rating of number 7 as the least 
important competency agreed only with the Farm or Ranch Manager job 
category. 
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TABLE 26 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE MOTIVATION GROUP 
FOR THE EXTENSION OR TEACHING--AG RESEARCH JOB CATEGORY 
HOW IMPORTANT IS IS TO BE ABLE TO ••• 
19. motivate yourself? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
,. the effect of a positive attitude on a 
personls motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
15. use motivational techniques? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
3. the influence of personal expectations on a 
personls motivation? 
9. the effect of negative attitude on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
lB. improve the motivation of fellow workers? 
20. motivate employees? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
10. the results of insufficient motivation? 
11. the influence of long-term needs on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO •.• 
17. work at the optimum level for the complexity 
of the task? 
HOW IMPORTANT IS IT TO UNOERSTAND ••• 
8. the influence of emotional needs on motivation? 
13. the influence of stress on motivation? 
5. the influence of physical needs on motivation? 
2. the influence of societal expectations on a 
person's motivation? 
4. the influence of desires on motivation? 
14. the influence of instincts on motivation? 
6. the influence of emotional needs on motivation? 
12. the influence of habits on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
16. operate at a moderate level of motivation when 
engaged in experimental activities? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
7. the results of excessive motivation? 
Means 
3.571 
3.357 
3.333 
3.214 
3.214 
3.143 
3.143 
3.071 
2.857 
2.846 
2.786 
2.786 
2.714 
2.643 
2.643 
2.615 
2.571 
2.500 
2.500 
2.231 
Standard 
Deviations 
.646 
.633 
.779 
.699 
.579 
.663 
• B64 
.475 
.663 
.689 
.802 
.699 
.611 
.492 
.497 
.650 
.852 
.760 
.650 
.439 
74 
The ranked means with standard deviations for the Ag Machinery 
Production and Testing--Ag Construction job category are contained 
in Table 27. 
As indicated in Table 27, the graduates working in the ~ 
Machinery Production and Testing--Ag Construction job category rated 
number 1 (How important is it to understand the effect of a positive 
attitude on a person's motivation?) and number 19 (How important is 
it to be able to motivate yourself?) as the most important competencies 
and three competencies, number 2 (How important is it to understand the 
influence of societal expectations on a person's motivation?), number 
5 (How important is it to understand the influence of physical needs 
on motivation?) and number 14 (How important is it to understand 
the influence of instincts on motivation?) as the least important 
competencies. Three competencies were rated at or above the 3.5 level 
of importance: numbers 1, 19, and 20. Two of these were intrapersonal 
skills: numbers 1 and 19. Number 20 was an interpersonal skill. 
The Ag Machinery Production and Testing--Ag Construction job 
category agreed with the other categories on the rating of number 19, 
but the inclusion of number 1 as most important was unique to this 
job category. The inclusion of number 2 as one of the least important 
competencies agreed with the rating of the Farm or Ranch Manager job 
category, and the inclusion of number 5 as one of the least important 
competencies agreed with the rating of the Non-agricultural job 
category. The inclusion of number 14 as one of the competencies rated 
at least important was unique to this job category. 
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TABLE 27 
RANKED MEANS AND THE STANDARD DEVIATIONS OF THE MOTIVATION GROUP 
FOR THE AG MACHINERY PRODUCTION AND TESTING--AG 
CONSTRUCTION JOB CATEGORY 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
1. the effect of a positive attitude on a person's 
motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
19. motivate yourself? 
20. motivate employees? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
9. the effect of negative attitude on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO •.• 
15. use motivational techniques? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
6. the influence of emotional needs on motivation? 
8. the influence of emotional needs on motivation? 
10. the results of insufficient motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••• 
18. improve the motivation of fellow workers? 
16. operate at a moderate level of motivation when 
engaged in experimental activities? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
3. the influence of personal expectations on a 
person's motivation? 
13. the influence of stress on motivation? 
HOW IMPORTANT IS IT TO BE ABLE TO ••. 
17, work at the optimum level of motivation for the 
complexity of the task? 
HOW IMPORTANT IS IT TO UNDERSTAND ••• 
11. 
12. 
4. 
7. 
2. 
5. 
14. 
the influence of long-term needs on motivation? 
the influence of habits on motivation? 
the influence of desires on motivation? 
the results of excessive motivation? 
the influence of societal expectations on a 
person1s motivation? 
the influence of physical needs on motivation? 
the influence of instincts on motivation? 
Means 
3.700 
3.700 
3.500 
3.300 
3.300 
3.200 
3.200 
3.200 
3.200 
3.100 
3.000 
3.000 
3.000 
2.800 
2.800 
2.700 
2.600 
2.400 
2.400 
2.400 
Standard 
Deviations 
.483 
.483 
.850 
.823 
.823 
.789 
.789 
.633 
.919 
.738 
.667 
.817 
.817 
.633 
.919 
.675 
.699 
.699 
.843 
.854 
